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CHAPTER I 
INTRODUCTION 
Work- A Definition 
Work has been defined as any activity which is directly or indirectly 
centered around the goal of subsistence.! This definition is both broad 
and general enough to include many kinds of work activity for which pay-
ment is not received and at the s~ time specific enough to exclude 
those kinds of activity which would be better categorized as play. It 
should be noted that payment is not a necessary criterion of work. Work 
without pay is exemplified by the college student whose activities are 
indirectly centered around his goal of subsistence. He pays for his 
schooling, but we would certainly classi~ the tasks that he is called 
upon to perform as work. 
Work, in almost every respect, is a social activity. Not only is it 
performed in the actual or psychological presence of others, but it is also 
quite frequently pursued for the social rewards which may be involved.2 
Many socio-psychological studies have demons t rated the fact that industry 
has overemphasized the importance of economic rewards in work activity.3 
Similarly, it has demonstrated that men do frequently continue to work 
though they have little or no need for material goods.4 This is so because 
1. 
2. 
Salz, Arthur, "Occupation" Encyclopedia of the Social Sciences, 
The Mac1ullan Co., (1933 • 
. Miller, D.C. and Form, W.H., Industrial Sociology, pp. 115-119, 
Harper & Bros., (1951). 
4. Bakke, E. Wi ght, The Unemployed Worker, Chapters 1-4, Yale 
University Press, (1940). 
many of the rewards one gets from work are social, such as respect 
from one's neighbors or high prestige in one's community. 
The Social Psychological Importance of Work 
A good deal of society's formal and informal educational endeavors 
are directed toward preparing the individual for the work that he will 
undertake in later life. Work represents one of the most important 
aspects of adult life. 
The social-psychological significance of work may be approached 
on four levels as follows:5 
1. The impact of specific work routines on the worker. 
Early industrial psychological research was for the most part 
entrenched in this level of stuqy. The amount of energy required on a 
job, the kind of faculties exercised, the amount of illumination, fatigue 
and other related factors as they affected the worker were studied ex-
tensi vely. That is not to say that this level of research has been played 
out. Other factors in job routines, such as the presence or absence of 
2 
people, type of social contacts, etc; still need to be studied systematically. 
A model study demonstrating the impact of work routines on the worker 
is Vl.F. Gattrell's "The Railroader". The study describes how the rail-
reader, due to his occupational orientation comes to perceive time as being 
important.6 Novelists, as well as psychologists, have portrayed how vrork 
routines affect one's entire being, as well as that of his associates. 
5. Miller, D.C. and Fonn, W.H; Industrial Sociology, pp. 115-125 
Harper & Bros; (1951). 
6. Gattrell, W. Fred, The Railroader, Stanford University Press, (1940). 
Upton Sinclair 1 s description of the work of the fertilizer man is an 
excellent example of the latter point.? 
2. The social atmosphere of work as it affects all workers, irrespective 
of occupational habits. 
In addition to specific work routines, it has been demonstrated that 
the social atmosphere of the work situation influences the worker's adjust-
ment. The current stress of the importance of infonnal organization 
represents one of the products of the researchers who have worked on this 
level. George Homan 1 s 11 The Human Group 11 8 along with its presentation of an 
analytic method for understanding informal _organization time and again 
describes instances where the social atmosphere affected both the indiv-
iduals comprising the group and the group taken as a whole. 
The contrast between the physical-social-cultural atmosphere of the 
coal mine and that of the hospital is striking. A look at the behavior of 
the miner in terms of his value system, attitudes, fears and even dress 
as opposed to those of the hospital worker exemplifies clearly the far-
reaching influence that social atroosphere may have on behavior. 9 
3. The affect of •~rk on extra-plant adjustment. 
The study of how the job affects the social life of the worker has 
received comparatively little attention.lO Job requirements having to do 
?. Sinclair, Upton, The Jungle, pp. 129-131, The Viking Press. Inc; (1946). 
8. Homans, George, The Human Group, Harcourt Brace Co. (1950). 
9. Miller, D.C. and Form, 'N.H. Industrial Sociology, pp.ll9, Harper & 
Bros; (1951). 
10. _,filler, D.C. and Fonn, W.H. Industrial Sociology, pp.ll5-125, 
Harper & Bros; (1951). 
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with the numbers of hours of work, time of day that one works, seasonal 
rounds of work and the physical and psychological demands of work all 
regulate to some extent the non-work life of t he worker and his family. 
Sociologists have explained the fact t hat only a small proportion of 
people are community leaders and that these tend to be middle-class men 
and women in terms of the nature of the jobs and the type of job routines 
held by white-collar workers and businessmen. Those who participate in 
community activities are those who have higher income, prestige and 
power due to the nature of this 'M:>r k •11 
4. The worker's attitude toward his job, its determinants and its 
affect on behavior. 
The follo~dng quote summarizes the social psychological significance 
of the worker's attitude towards his job. 
"The attitudes that mrkers have toviard their labor 
basically affect their outlook on life. Work may be 
the activity that gives interest and purpose to life. 
I t may, on the other hand, bring only irritation am 
pain". 12 
The satisfactions and/or dissatisfactions derived from work as well 
as those factors Which result in satisfactions or dissatisfactions 
represent a worthwhile area for socio-psychological investigation. 
It is on this latter level of investigation that this stu~y is 
centered. 
11. 'iarner, Vi . Lloyd, Havinghurst, Robert L; and Loeb, .Iartin D; 
Who Shall Be Educated?, Harper & Bros; (1944). 
12. Miller, D.C. and Form, W.H; Industrial Sociology, pp. 115-125, 
Harper & Bros; (1951). 
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CHAPTER II 
REVIEiV OF LITERATURE 
The terms ' j ob satisfaction' , 'industrial morale' and 'employe e 
attitude' have frequently been used as interchangeable concepts by 
psychologists and allied soci al scientists. However, it has been clearly 
demonstrated that one attitude does not comprise job satisfaction; simil arly, 
' morale' has been defined in a number of ways that differ markedly from 
the meaning implied by the term 'job satisf action'; For example, one 
author defines i ndustrial morale as being a by-product of a group which is 
generated by the group. "It has four determinants: feeling of group 
solidarity; need f or a goal; observable progress toward the goal; and 
i ndividual par ticipation in meaningful tasks necessary to achieving the 
goal11 • 1 It appears that t he aforementioned terms do have one very close 
relationship: both terms may be and have been def ined any way that the 
person using them sees fit to define them. 
Another example of the interchangeable use of t he terms may be found 
in "Human Factors in Management " by Sch~yler Dean Hoslett 11 • 2 The index 
reads: "Psychological Studies of Employee Horale -- .4rthur Kornhauser ~~ 
page 297". On page 297 the article by Kornhauser is enti Ued "Psychological 
Studies of Employee Attitudes". In this article the author points to the 
errors and difficult i es involved in using there terms int erchangeably and 
yet he himself uses them in such a manner. 
2. Kornhauser, Arthur, Ps cholo. 'cal Studies in 
"Human Factors in Management" by Haslett, 
pp. 297-322, Harper & Bros; N. Y; (1946). 
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The worker's attitudes toward his work and toward his job in general 
has been the subject of a great many research projects. Most of the 
research completed in this area has been of the action-survey type. It 
is the primary purpose of this chapter to demonstrate the larget number 
of determinants which have been shown to effect job satisfaction level --
using the term as a ¢lobal concept. 
Job satisfaction has been said to result from numerous attitudes held 
by a worker.l These attitudes are related not only to specific job factors 
such as wages, supervision, advancement opportunities, fair treatment by 
employer, etc; but also to individual adjust ment an d to group relation-
s hips outside the job. It is obvious that even in industrial organizations 
with good personnel programs which offer job security, well-trained 
foremen and other such 'ideal' conditions that some workers show little, 
if any, satisfaction with their job. The reasons for dissatisfaction 
have been traced to personal maladjustment, family problems, lack of 
ability or any one of a number of factors which on the surface may appear 
to be only remotely associated with one's feeling toward his work. 
It is difficult, if not impossible, to rank the various factors involved 
in job satisfaction. One employee may deem 'wages' as the most important 
factor while another may rank 'comfort while working ' as first on his 
list of factors contributing to happiness on and wi th his j ob. Individuals 
have also been known to change their opinion over a period o·f time as to 
what is most important for job satisfaction. Interviews with workers have 
indicated that there is considerable var i ation in satisfaction from day 
1. Blum, Milton Social Foundations, 
6 
7 
to day and from week to week and even hourly changes have been d.iscovered.l 
Walter A. Woods developed a job satisfaction scale which covers 
seventeen areas suggested as specific job factors determining job 
satisfaction. 2 They are as follows: 
1. Job instructions 
2. Assuming responsibility 
3. Suggestions 
4. Supervision 
5. Knowledge of management plans 
6. Work meaning 
7 & 8. Employee co-relations A&B 
9. Employee public relations 
10. Job attitude 
11. In service training 
12. Career opportunity 
13. Compensation 
14. Work environment 
15. Work recognition 
16. Promotion 
17. Outside factors 
This list has been included to illustrate the fact that when job 
satisfaction is used as a global concept, it has a variety of determinants 
and stressing any one of them as most important is merely representative 
of biased selective perception. 
1. Ghiselli, E. E; & Brown, C.W; Personnel and I ndustrial Psychology, 
pp. 444, McGraw-Hill, N. Y. (1949). 
2. Woods, W. A; Employee Attitudes and Relation to Horale, Journal Appl. 
Psychology, 28: pp. 285-301. (1944). 
FINANCIAL INCENTIVES 
The stress placed by many industrialists on the supposed effectiveness 
of wages as the major determinant of job satisfaction necessitates a 
statement concerning that point at this time. The reader has just been 
exposed to a number of job satisfaction determinants and it has been 
stated that it is next to impossible to rank them as to importance. 
It need be said only that financial factors alone are not any more 
primary in determining job satisfaction than any of the other factors 
already listed. Goodwin Watson, as a result of experimental findings 
stated as follows:l 
"Without in any way denying the need of many workers 
for higher wages, it may be recognized that sometimes 
workers, vaguely dissatisfied with the way things are 
going, know no other way of meeting the situation. They 
ask for more pay or shorter hours, and perhaps they should 
have these, but if these demands were attained, the relief 
would be only temporary. The underlying cause of dissatis-
faction may not be in the pay envelope or in the time 
clock, but in the work itself". 
It would be a mistake to ignore the wage factor as contributing to 
job satisfaction. It is equally fallacious to perceive it as the only 
contributing factor. That many workers set wages at a premium in choosing 
work cannot be denied. However, that may be the case because so many of 
them have been underpaid. Once a fair wage ( 1 fair 1 as perceived by the 
individual) is experienced, the worker begins to focus his attention upon 
other factors related to his job and the wage is pretty much ignored. 
1. Watson, Goodwin, Work Satisfaction in Industrial Conflict, by 
Hartman, G.W. and Newcomb, I; (eds), Condon Press, N.Y; (1939). 
8 
9 
OCCUPATIONAL LEVEL 
The results of a surv~ by Dr. Robert Hoppock conducted on the 
employed adults in New Hope, Pennsylvania resulted in the findings that 
the average job satisfaction index was lowest for the unskilled category 
and highest for the professional category.1 An investigation by Super 
dealing with the relationship between occupational level and extent of 
satisfaction resulted in slightly different findings from those of 
Hoppock. 2 Super's results showed that from the lowest manual jobs, 
there was an increase in satisfaction up thro~~h the skilled occupations. 
At this point, a break occurred, depicting at the lowest office occupations 
a marked decrease in satisfaction. From this level on, increases in 
occupational level resulted in further increases in extent of satisfaction. 
Super's study also demonstrated that changes in occupational level 
affected job satisfaction levels. The effect of a reduction in level 
had a more devastating influence on job satisfaction (in a negative direction) 
than did an increment in occupational level (in a positive direction). 
CASTE 
It has been demonstrated, along with variation in satisfactions 
within broad occupational groupings, that even within fairly similar 
jobs, workers differentiate as to the job's desirability.3 In our society 
there is a strong need for approval and respect from those with whom we 
1. Hoppock, R; Job Satisfaction, Harper and Bros; N.Y; (1935). 
2. Super, D.E; in Personnel and Industrial Psychology, by Ghiselli, E.E. 
and Brmm C.W; pp. 444-446. McGraw-Hill, N.Y. (1948). 
3. TVilliams, W; The Worker's Mind Today, Person.Journal, 9:401-406, (1931). 
10 
interact. In many cases, if a person is to have job satisfaction, he must 
feel that he is at least on a par with his friends. The garage mechanic 
whose friends are also mechanics can feel that he is as good as they 
are; he can be expected to have greater job satisfaction than the mechanic 
whose friends are mainly office workers or professional workers. 
INTRINSIC JOB SATISFACTION --- A NEW APPROACH 
The material that has been presented thus far leads one to conclude 
that job satisfaction and/or morale is anything that an author measures 
when he thinks he is measuring job satisfaction and/or morale. 
More recently, there has been a movement away fran the global concept 
of morale to the different types of satisfactions tha t individuals derive 
from the industrial situation. The researchers at the Survey Research 
Center of the University of }fichigan assume five classes of dependent 
morale variables as follows: 1 
1. Intrinsic job satisfaction --- "The gratifications to the 
worker from performing a job which challenges his abilities, 
which gives him a chance to show what he is worth, which 
allows him to do the kinds of things he likes to do". 
2. Involvement in the immediate work group. 
3. Identification with the canpany. 
4. Satisfactions deriving from interpersonal relations with 
the supervisor as a personality. 
5. The indirect satisfactions of the individual's needs which 
membership in the organization makes possible. 
The results of the work completed at the Survey Research Center 
suggest the validity of breaking away from the global morale concept and 
of concentrating on the different classes of satisfactions noted above. 
1. Katz, Daniel, Overvi ew of the S.R.C. Human Relations Pro ram, in 
Groups, Leadership and Men by Guetzkow, H; ed. , pp. 68-85 
Rutgers Uni versity Press, N.J; (1951). 
In one study dealing >vi th the relationship betv-reen t hese dependant morale 
variables and productivity, the authors found that most of the differences 
between high and low work groups appeared to be related to the differing 
1 
nature of the supervision of these groups. Few differences were found 
between the attitudes of the high and low producing groups. The major 
differences that were found follow: (l) A greater degree of pride in work 
group Has revealed among employees in the higher producing sections; (2) In 
one department of the company, the higher producers were more critical of 
certain aspects of company policy; and (3) The. employees in t he low product-
i vi ty sections participated more in company recreational and at}:-t .. l.etic 
prograJns. Neither intrinsic job satisfa.ction, satisfaction vrith t he company, 
11 
nor status and financia.l satisfaction v-ras found to be r elated to productivity. 
The study just referred to 1-.ras carried out on a group of clerical vrorkers . 
Another study of the same general design was carried out 1,-rith railroad 
2 
workers as subjects. Both studies had the same purpose ; -- that of 
investigating the relationship of employee and superviso~r behavior and 
attitudes to productivity. In comparing the results of the t1v0 studies, 
the authors found six major findings consistent in the two situations. These 
findings follow: 
1. There is a direct relationship between section productivity and the 
assumption of a leadership role by the supervisor. 
2. There is a direct relationship between section productivity and the 
11 employee-orientat i on" of the supervisor. 
1. Katz, D; Naccoby, N; and Norse, N.C; Productivity, Supervision and 
Horale in an Office Situation, Survey Research Center, Univ. 
of Nichigan, Ann Arbor, (19SO). 
2. Katz , D; Haccoby, N; Gurin, G; and FJ..oor, G; Productivity, Supervision 
and Morale among Railroad Harkers, Survey Re ::: earch Center, Univ. 
of fli chigan, Ann Arbor, (1951). 
3. There tends to be an inverse relationship between section 
productivity and the supervisor's feeling of pressure from above (not 
statistically significant in either study). 
4. There is a direct relationship between section productivity 
and the first-line supervisor's feeling of autonomy with relation to 
higher level supervision (not statistically significant in the rail-
road study) • 
5. There is a direct relationship between section productivity 
and the employees 1 evaluation of their work groups (not statistically 
significant in the railroad study). 
6. There tends to be an inverse relationship between section 
productivity and employee intrinsic job satisfaction (not statistically 
significant in the clerical stucy). 
Intrinsic Job Satisfaction and Productivity 
That the worker's attitudes toward the working situation influence 
his productivity and behavior in general in the situation has been 
clearly demonstrated. Perhaps the best demonstration of this is the 
classi,l" "Hawthorne experiment" carried out at the Hawthorne plant of the 
Western Electric Company.1 ' 2 On the basis of repeated interviews and 
12 
observation of the girls participating in the experiment, the investigators 
were led to conclude that the increase in output was due to a change in 
attitude. Prior to making changes in the working situation, the girls 
were consulted as to their opinions toward the changes, and they worked 
under conditions free from hard and fast supervision. The experimenters 
concluded that the workers had developed a new social orientation that 
was the major determinant of their behavior in the work situation. The 
Hawthorne study did not treat intrinsic job satisfaction, as previously 
defined, as an independent variable. 
1. Mayo, E; Human Problems of an Industrial Civilization, MacMillan 
& Co; ( 1934) • 
2. Roethlisberger, F.J; and Dickson; W.J; Management and the Vvorker, 
Harvard University Press, Boston (1939). 
The relationship, if any, between intrinsic job satisfaction and 
productivity as yet has not been clearly defined. A study by Katz and 
Hyman completed during World War II resulted in a positive relationship 
between intrinsic job satisfaction and the productivity ranking of each 
shipyard involved in the study.3 
The two studies of the Survey Research Center previously mentioned 
found no such relationship. In these cases, the relationship that did 
exist was an inverse one. The results of these studies point to the 
need for further research in this area. 
The Present Study 
This study is concerned primarily with an investigation of the 
role of expectations in determining intrinsic job satisfaction. Intrinsic 
job satisfaction will be treated as the dependent variable. 
An attempt will be made to relate intrinsic job satisfaction levels 
to productivity levels. In this case, productivity will be the dependent 
variable. 
We will now turn our attention to the hypotheses. 
3. Katz, D; and Hyman, H; Morale in Vfar Industry, in Readings in 
Social Psychology by Newcomb, T.M; and Hartley, E.L; (eds.) 
H. Holt & Co; (1947). 
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CHAPTER III 
HYPOTHESES 
Such factors as the skill level of a job, the social status of a 
job, its importance, the interest of the work content and a number of 
similar items may be said to contribute positively or negatively to 
intrinsic job satisfaction. However, as has been demonstrated in the 
review of the literature, comprehensive lists of factors contributing to 
intrinsic job satisfaction would be of little help in predicting an 
individual's satisfaction level. A job's position on the social status 
heirarchy may be of great importance for one individual and not at all 
important for another. ·what is needed is a conceptual scheme which will 
allow for the understanding of any individual's level of intrinsic job 
satisfaction. 
The Concept of Relative Deprivation 
The concept of relative deprivation introduced in Volume 1 of tHE 
AMERIC AN SOLDIER was used to explain why some soldiers in World War II 
were so much more unhappy about being in service and about army life in 
general, than other soldiers.1 Responses to questionnaires concerning 
one's attitudes toward the ar.my were more favorable as age went down, were 
more favorable among unmarried than among married men in corresponding age 
and educational groups and were more favorable for high school graduates 
than others in each age group by marital condition. The authors, in 
explaining these differences, pointed out that introduction into army 
life meant to many men a real deprivation. However, the felt sacrifice 
was greater for some than for others, - depending on their standards of 
comparison. 
1. Stouffer, S.A; et al, Negro Soldiers, in The American Soldier, 
Vol.I, pp. 540-545, Princetpn University Press, (1949). 
The married, older, less educated group of men disliked the army 
more than the unmarried, younger, high-school graduate group because 
they felt more greatly deprived, or felt a greater loss than did the 
latter group. 
Another example of the applicability of the concept of relative 
deprivation, (which is close to, and in part includes, such well-known 
socio-psychological concepts as "social frarre of reference", "pat terns 
of expectation" or "definitions of the situation") may be found in the 
discussion of the Negro soldier in Volume I of "The American Soldier 11 • 1 
It was found that, in some respects, as in pride in outfit or in sense 
15 
of importance of army job and expressed interest in it, the Negro attitudes 
were generally more favorable than those of the whites. The authors point 
out that "Negroes were intimately acquainted with a social system in which 
thei r position was largely ascribed, where their opportunities for ach-
ieving status were sharply limited and in which they were, in m~ respects, 
subjected to authoritarian control on the part of t h e group holding the 
superi or ascribed status. On the basis of past civilian experiences, 
Negro men already knew a set of protective adjustments not too dissimilar 
fran. those that white soldiers had to learn". The wide differences 
between levels of expectation in Negro and white cultures were major 
factors in determining the differential attitudes toward the army between 
the two groups. 
·• 
1. Stouffer, S. A; et al, Negro Soldiers, in The American Soldier, Vol.I, 
pp. 540-545, Princeton University Press, (1949). 
16 
The concept of relative deprivation again was especially helpful 
in leading to an understanding of what initially appeared to be a paradox: 
why Air Corps personnel, who received on the average more promotions than 
other army personnel, were also most critical of promotion policy.1 Air 
Corps personnel were led to expect frequent promotions and were critical 
when their expectancies were not fulfilled. It would be safe to assume 
that a soldier who was promoted unexpectedly to the next highest rank 
in eighteen months would be more satisfied than the one who was promoted 
in ten months time but who had expected it in six. The results reported 
in Volume I of "The American Soldier" substantiate this assumption fully. 
Also, it is of interest here that the army researchers found that holding 
rank and longevity constant, the less educated soldiers tended to 166k 
more favorably on promotion opportunities than the better educated soldier. 
Level of aspiration may play some role in this case but it is also possible 
that the less educated soldier did not anticipate the promotions that the 
better educated soldier did and thus he was the less dissatisfied of the 
two when promotions were not forthcoming. 
The authors of "Productivity, Supervision and ~orale among Rail-
road Norkers" offer an explanation close to the concept of relative 
deprivation in explaining an inverse relationship which they found 
between intrinsic job satisfaction and productivity.l Their explanation 
follows: 
1. Stouffer, Samuel A; The American Soldier- Ad·ustment Durin 
pp. 190, Chapter 6, Volume I, Princeton University Press 
2. Katz, D; Maccoby, N; Gurin, G; Floor,G; Productivity, Supervision & 
Morale Among Railroad Workers, Survey Research Center, University of 
Michigan (1951 ) . 
"In other words, the high (producers) appear 
to have a greater level of expectation about 
the nature of their v.urk than do the lows, 
and are consequently less satisfied with the 
performance of a low-skilled job. The lows 
(producers), on the other hand, express their 
satisfaction in terms of the nature of the 
tasks they perform, and consequently might be 
expected to be more satisfied with the general 
job content". 
The above-mentioned studies stress expectancy levels as related to 
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the extent of fulfillment of these expectations as determinants of soldier 
attitudes toward a variety of army activities in the one case, - and of 
railroad workers' attitudes toward job content in the other. 
The soldiers who experienced less deprivation through introduction 
into army life were happier in general than those who felt great depri-
vation; the Negro soldier, by virtue of civilian experiences, expected 
less of the army in term of job content, etc; than did the white soldier, -
and as we have seen, - his attitudes toward his army job were more favorable 
than were those of the white soldier; Air Force personnel expected frequent 
promotions and even though they were promoted more frequently than personnel 
in other branches of the service, they were not promoted as quickly as 
they expected to be and thus were less satisfied with the promotion system 
than were the personnel of the other branches; finally, the railroad 
worker who had a greater level of expectation about his work and who did 
not experience fulfillment of these expectations - due to the nature of 
his low-skilled job - was less satisfied than the worker whose expectation 
level was fulfilled. 
It is evident ~t this -point that expectations as related to a specific 
activity can serve as an anchorage or a reference point against which 
experiences on the job are perceived. It would appear feasible to consider 
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the extent to which initial expectancies are fulfilled, reinforced or 
contradicted on t he job as playing a major role in determining one's level 
of intrinsic job satisfaction. 
The concept of relative deprivation was derived as a post hoc explanation 
of survey findings in field situations. It is the basic purpose of this 
thesis to subject t his hypothesis to experimental test. F'or t:b..is purpose, 
it will be necessary to lnanipulate the variables of expectancy and fulfillment. 
Foll owing from the above, the major hypothesis of this study is: 
I NTRI NSIC JOB SATISl''i!.CTI ON IS A :F'UNC'I'ION OF THE RATIO OF THE DEGREE OF 
FULFILLl·iEl'lT OF JOB EXPECTATION TO I NITIAL JOB EXPECTATIONS. 
i.e; Intrinsic job satisfaction = degree of fulfil~ent of job expectations 
1N1TIAL job expectation 
~very j ob has certain duties, obligations, rights end consequenees 
attached to it. vie may refer to such a job as the 11true job structure 11 • 
A. person's perceptions (and thus expectations ) of the duties, rights, 
obligations and consequences of a job may well differ from the true job 
structure. Before a person takes a job and even while he is on the job, he 
may have either high, medium or low expectations relating to it. These 
expectations may be related to the nature of the work itself and/or to the 
consequences of the work as perceived by t.ne worl<:er. By consequences >ve mean 
tne goal.s tnat the work indirectly enables the worker to obtain. One may state 
a liking for his 't·rork because it allo"t.JS him to meet famous persons or 
because it is prestigeful rather than because he likes the actual content 
of the work that he is performing. Pr evious studies have sho-vm t hat a 
person's perception of the level or importance oi h:Ls job, the contribution 
he feels he is making by doing hi s job, and the goals that the job l-rill 
enable him to obtain are equally important as his per ceptions of the nature 
of the work itself in det ermining the extent of intrinsic job satisfaction 
that he eventually ,,rill display. ~vbether or not these factors will 
determine the intrinsic job satisfaction level in the case of an individual 
will depend on his past experience, his needs, and his goals. 
A person with ~~gh job expectations is defined in this study as one who, 
prior to r eal experience, anticipates many s atisfactions from his vrork. 
One vrith medium expectations anticipates some satisfactions from the l-(I"Ork 
and does not anticipate others. One with low expectations anticipates a 
minimum of satisfaction from the work . Hi gh, medium and low expectations 
could also be defined i n terms of anticipated dissatisfaction. In this case, 
hi gh expectancy would t hen refer to anticipation of a minimum of 
dissatisfaction; medium expectancy -- some dissatisfaction; and lov-1 
expect ncy -- maximum di s satisfaction. The given hypothesis, as 1-rell 
a s t hose t hat follow, v ere v-rri tten in t erms of ant i cipated s tisfactions . 
A person 's experiences on the job may either over-fulfill, fUlfill, 
p rti ally fulfill or not f ulfill his expectations,- depending on vrhat t he 
initial level of expectation is. The fol l owing chart 1rill i l lustrate the 
varied situations lvhich may exist in the case of any indivi dual as regards 
his level of job expectations as defi ned above and the amount of 
fulfil lment of these expectations. 
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Job expectation level Fulfillment level 
.;. .;. high .;. .;. .;. .;. 
.;. 
-
medium .;. .;. .;. 
-
- low .;. .;. 
.;. 
-
.;. .;. 
.;. 
- f -
f -
.;. .;. 
.;. 
-
A worker with high expectations relating to his job may perceive 
them as being wholly, partially, or not at all fulfilled. One with 
medium expectations may perceive them as being over-fulfilled, fulfilled, 
or not at all fulfilled. Finally, one with low expectations may exper-
ience a great deal of overfulfillment, some overfulfillment, or may find 
that the work concurs with his low expectations. 
The major hypotheses mqy now be stated in a more specific manner 
as follows: 
Sub-hypothesis #1 --- High job expectations f ollowed by high 
fulfillment of these expectations will result in high intrinsic 
job satisfaction. 
Sub-hypothesis #2 --- Hi gh job expectations f ollowed by partial 
fulfillment of these expectations will result in average intrinsic 
job satisfaction. 
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Sub-hypothesis #3 --- High job expectation followed by low 
fulfillment will result in low intrinsic job satisfaction. 
Sub-hypot hesi s #4 -- Medium job expectations follo·wed by 
overfulfillment of these expectations will result in high 
intrinsic job satisfaction. 
Sub-hypothesis #5 --- Medium job expectations followed by 
medium fulfillment will result in average intrinsic job 
satisfaction. 
Sub-hypothesis #6 --- Medium job expectations followed by low 
fulfillment will result in low intrinsic job satisfaction. 
Sub-hypothesis #7 --- Low job expectations followed by a great 
deal of satisfaction beyond the initial expectancy will result 
in high intrinsic job satisfaction. 
Sub-hypothesis #S --- Low job expectations followed by some 
satisfactions beyond the initial expectancy level will result 
in average intrinsic job satisfaction. 
Sub-hypothesis //9 --- Low job expectations which are substanti.aped 
will result in low intrinsic job satisfaction. 
The question nO\v may well be, "Will there be any diff erence in job 
satisfaction level between those who have experienced high fulfillment 
but who have had different expectancy levels to begin with"? For example, 
will a person who has medium expectancy and high fulfillment score 
higher, the same, or less on an intrinsic job satisfaction index than a. 
person who has had a high expectancy-high fulfillment experience? 
Assuming that all factors other than expectancy and fulfillment levels 
are kept constant, we can derive the followi~g ordinal relationship by 
appl ication of our major hypothesis. 
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Let high expectancy and high fulfillment - 10 
Let medium 11 11 medium 
Let low 11 11 low 
II 
II 
B 
6 
Then, 
degree of fulfillment = intrinsic job satisfaction level 
expectancy level 
And for high fulfillment levels: 
10 = 
10 
1· 
' 
10 = 
s 
1.25; 
For medium fulfillment levels: 
B = .80; 
10 
B = 1.0; 
8 
For low fulfillment levels: 
6 = 
10 
.60; 6 
8 
.?5; 
10 = 1.66 
6 
B • 1.33 
6 
6 = 1.0 
6 
Reading the above values both horizontally and vertically we can 
construct the followin g table showing the ordinal relationship wbich 
is hypothesized to exist between the expectancy-fulfillment levels 
covered in the sub-hypotheses. 
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Job expectations 
t t 
t t 
.;. .;. 
.;. -
.;. -
.;. -
Degree of fulfi llm.ent 
.;. ,L 
t -
,L .;. 
t -
.;. .;. 
,L 
1 - highest possible 
9 lowest possible 
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Intrinsic job satisfaction 
(ordinal relationship) 
3 
6 
9 
2 
5 
s 
1 
4 
7 
Our hypothesis would lead us to expect highest intrinsic job 
satisfaction VThen high fulfillment follows low expectancy and lowest 
intrinsic job satisfaction when low fulfillment follows high expectancy. 
Intrinsic Job Satisfaction and Productivity 
It has been shov.n in the chapter in which the literature was 
reviewed that contradicto~ results exist concerning the relationship 
between intrinsic job satisfaction ani productivity. Two studies resulted 
with inverse relationships (one of which was statistically significant) 
and one stu~y resulted in a positive relationship.1 ' 2 '3 
1. 
2. 
3. 
Katz, 
Katz, 
Katz, 
D; Maccoby, N; Morse, N; Productivity, Supervision and Morale 
in an Office Situation, Survey Research Center, University of 
Michigan, Ann Arbor, (1950). 
D; et al, Productivity, Su ervision and 1.1orale amon Railroad 
Workers, Survey Research Center, Univ.of l.iichigan,Ann··Arbor 1951). 
D; Hyman, H; Morale in War IndUstry, in Newcomb~ T .M; Hartley,E.L; 
(eds).Readings in Social Psychology, H.Holt & Company (1947). 
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Productivity has been demonstrated as being related to variables 
other than intrinsic job satisfaction. The studies at the Harw9od 
Manufacturing Company showed that there was a direct relationship between 
productivity and the amount of participation that a worker was allowed in 
a job change situation.1 Other studies, previously mentioned, have 
demonstrated that leaders 1 behavior in the work situation is closely 
related to worker productivity. 2 '3 From the studies that exist to 
date, we can say fairly safely that intrinsic job satisfaction is not a 
major productivity determinant. If this is the case, it follows that 
intrinsic job satisfaction would have to be either very high or very low 
to influence productivity levels. 
Major Hypothesis #2 
The relationship between intrinsic job satisfaction and productivity 
is not a linear one. The two variables are positively related at the 
extreme high and low ends of the distribution but not in the middle ranges. 
I n the real work situation, we may very well expect intrinsic job 
satisfaction to be obscured by other variables which have been demonstrated 
as being more closely related to productivity. 
The inverse relationship between intrinsic job satisfaction and 
productivity, reported in the Survey Research Center studies, is hypothe-
sized to result partly from the skill level of t he work which the subjects 
1. French, J.R. P; Jr. Fi e l d eriments: Changin Productivit , 
in Miller, J.G. ed. • Experiments in Social Process, 
McGraw-Hill Book Company, New York , (1950) 
2. Katz, D; et al, Productivity, Supervision and M:orale among Rai lroad 
Workers, Survey Research Center,Univ. of :Michigan, Ann Arbor (1951) 
3. Katz, D; Hyman, H; Morale in War I ndustrr, Newcomb, T. M; Hartley, E.L; 
(eds.), Readings in Social Psychology, H. Holt & Company (1947) 
in the stucy perfo:rm9d. If the high producer has a high level of work 
aspiration, re may very well be frustrated in a low-skilled job. A low 
producer, on the other hand, having a lower level of work aspiration, 
may be quite happy in a low-skilled job. It is interesting to note, 
in the light of this hypothesis, that foremen, whose jobs required more 
skill than did those of the rank and file worker, did not show an inverse 
relationship between intrinsic job satisfaction and productivity. It is 
indeed unfortunate that aspiration levels were not collected in'·.these 
studies. 
Aspiration level, as it was used in the above-mentioned studies, 
is not identical to the concept of expectancy level as it is being used 
in this study. A worker may have a low level of aspiration as regards 
advancement, interest in work, etc; and at the same time may expect a 
job to be wholly satisfying to him (i.e; just t he kind of a job that 
he's been looking for). In this case, we would classify him as having 
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a high expectancy level regardless of his aspiration level. It is question-
able as to whether or not a worker fitting into this category would be a 
high producer. It is most probable that other factors would be much more 
significant in determining his productivity level. 
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CHAPTER IV 
PROCEDURE 
A test of the given hypotheses gives rise to a number of problems. 
Probably the best method would be that of interviewing a random selection 
of workers before they started to work on a new job to determine their 
expectancy levels and then to interview the same workers after they had 
been on the job for a period of time to determine the level of expectancy 
fulfillment that th~ had experienced and the existing levels of intrinsic 
job satisfaction. This approach, unfortunately, cannot be pursued, both 
because of t he financial factors involved and because of the difficulty 
involved in gaining permission and participation from an industrial firm. 
A maj or interviewing problem would exist if the above-mentioned approach 
were followed. Would a prospective worker divulge his true expectancies 
or would he tell the interviewer what he (the worker) thought the inter-
viewer wanted to hear? 
The method to be utilized in testing the hypotheses is the laboratory 
experiment. The difficulties involved in the use of this method have been 
reiterated time and again by its critics.1 The duplication of a real-life 
situation is, of course, difficult and it is dangerous to generalize 
findings derived from a group of college sophomores or juniors to a 
general public. Nonetheless, for theoretical orientations and for leads 
to solutions to specific problems, the method has proved its value beyond 
any doubt. A more serious difficulty with the method in this case is that 
of varying expectancy and fulfillment levels in a work situation and at 
1. :McNemar, Q; _'Psychological Statistics, pp. 332, John Wiley and Sons, 
New York (1949) 
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the sarre time keeping all other factors constant. A group of individuals 
may be given information intended to structure expectanc;}r levels, but 
little can be done to control individual perceptions of the information. 
However, if there is some knowledge of the needs and goals of the exper-
i mental subjects, this may be incorporated into the design and may over-
come the problem. 
THE SUBJECTS: 
All of the subjects used in this experiment were members of the 
junior class of the Division of Public Rel ations at Boston Uni versity 1 s 
School of Public Relations and Communications. Those who participated in 
the experiment were drawn at random from the total number of j uniors 
registered for two required courses: - PR 221 and PR 205. All random 
selections were made a s follows: The universe was arranged alphabetically 
and a random number from a table of random numbers was assigned to each 
name. The list was then rearranged on the basis of the assigned random 
numbers and the necessary groups were drawn. 
THE TASK: 
-----
The experimental hypotheses necessitated a task with which most 
sub jects were unfamiliar as well as one for which productivity records 
could be kept. The task also had to be one which could be perceived as 
being either important or unimportant as regards its positi on on a social 
scale of jobs. A sorting task was chosen as fitting the needs of the 
experiment best. Sorting is an activity which, in our society, is per-
formed in one form or another by workers all along the occupational 
heirarchy. One mqy refer to sorting as 'classifi cation work', 'data 
arranging ', 'filing' or just plain 'sort ing '. Thus, by using a sorting 
task it should be possible to structure the subject's perception of the 
job in terms of its importance, interest, proximity to the kind of work 
that public relations practitioners do and the task's contribution to 
the field of public relations. The nature of the task gives rise to one 
major problem. If, in structuring the initial expectancy level, the 
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task is referred to as mere 'sorting work', will it be possible to change 
the initial frame of reference from 'sorting ' to 'classification work' 
merely by verbally varying the level of importance, extent of contribution 
made by doing the work and infor.mation as to how interesting the work is? 
The writer feels that the initial expectancy information will establish a 
frame of reference which vdll hold to some extent through the fulfillment 
experience. If this is so, a person who perceives the job as classification 
work initially and finds that it is so once he gets on the job, should be 
more satisfied than one who perceives the job as sorting initially even 
though his experiences on the job are the same as the first person. 
The cards that were used for sorting were Mark-Sense cards procured 
from the Boston University Statistical Laboratory (See Appendix A). The 
name of a student no longer registered at the school was typed on each 
card. Machine punches also appeared on each card but the students were 
told to disregard these punches as regards their work. A double classi-
fication system was constructed for sorting purposes. All subjects, upon 
entering the experimental room, found individual instruction sheets, tally 
sheets, a pencil and a number of mark-sense cards arranged in front of his 
work area. All work equipment was the same for all experimental groups 
with one exception. The sheets (instruction and tally) given to 'high 
fulfillment' f,roups were entitled 'Confidential --Division of Public 
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Relations'; those given to 'medium fulfillment' groups were entitled 
'Division of Research-Prefect 1205'; and those given to the 'low fulfill-
ment' groups were entitled 'Dead Card File Sorting Record' (See Appendix A). 
This was done to reinforce the information that the subjects received 
during the fulfillment experience (See Appendix A). 
After the instructions had been reViewed by the experimenter in 
charge of the respective groups and after he had given them information 
pertaining to the nature of the job, the subjects were told to begin their 
work. Each group worked for fifteen minutes before the participants were 
asked to stop and to fill out the questionnaires. 
THE EXPECTANCY INFORMATION 
Three sets of 'expectan~' information were developed for use in the 
experiment (See Appendix A). Job importance, contribution made by doing 
the job, the work's resemblance to the kind of work that public relations 
practitioners do and statements as to how interesting or uninteresting 
the work was, were the major criteria on which the information was based. 
The effect of the three sets of information were tested _as follows: 
While the class attendance was being taken, one of the experimenters 
entered the classroom and asked if he could see the instructor privately 
for a moment. The instructor (the major experimenter) stepped out of the 
room for about three minutes. Upon his return he announced that, due to 
circumstances beyond his control the class would not meet as usual, but 
that the members of the class would participate in same other kind of work 
during the hour. Three groups of ten students each (previously randomized) 
were assembled outside the classroom one at a time and each group was 
given one set of expectancy information. Group A received the 'high 
expectancy' information; group B received the ' medium expectancy' 
information and group .C received the 'low expectancy ' information. 
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The groups were directed to separate experimental rooms imnediately after 
they received thei r information. Upon arrival at the experimental room, 
the subjects were given a questionnaire and were asked to answer the 
questions to the best of their ability on the basis of what they knew 
about the job. To make the administration of the questionnaire plausible 
at that time, the subjects were told that the student council was 
responsible for them "insofar as it was the council who was interested 
in the student reaction toward participating in this kind of work and 
council members only were interested in their answers 11 • When the subjects 
in each of the experimental groups completed the questionnaire they were 
asked to return to their classroom. 
THE FULFI LLMENT I NFORMATION 
After the expectancy information was developed and tested, it was 
rephrased to serve as fulfillment information to be imparted to the 
subjects during the work period of the experiment (See Appendix A). 
THE QUESTIONNAIRE 
Intrinsic job satisfaction has been defined as the extent of 
satisfaction obtained by an individual from performing those tasks ~rrdch 
constitute the content of his job. The measure of intrinsic job s atis-
faction in this stu~y was based on the responses of the subjects to the 
following five question areas: 
1. Willingness to do the j ob again in the future. 
2. Extent of feeling of accomplishment from doing the work. 
3. Extent of interest displayed toward the work. 
4. Importance of work as perceived by the subject. 
5. Extent to which the subject reported that he liked the work. 
Two questionnaires were developed (See Appendix A). One was used 
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to measure the level of expected intrinsic job satisfaction and the other 
was used to measure the level of intrinsic job satisfaction after the 
subjects had participated in the task situation. To obtain a measure 
of questionnaire reliability, equivalent questions were developed and 
administered at the same time as the original questions. The questions 
were constructed so that the subjects could answer each question on a 
scale of ten points, ranging from very favorable to ver,v unfavorable 
responses. The highest intrinsic job satisfaction score that could be 
obtained was twenty-five and the lowest was five. 
THE EXPERIMENI' AL DESIGN 
Ninety nine subjects, randomly distributed into eleven groups, were 
used in this experiment. As has been reported, three groups were utilized 
to test the effectiveness of the initial expectancy information. 
Of the eight remaining groups, three were designated as high expect-
ancy groups, two as medium expectancy groups and three as low expectancy 
groups. The number of available subjects did not allow for the formation 
of more than eleven groups. It was decided to drop the medium fulfillment 
group from the medium expectancy level because of the obvious difficulty 
involved in creating a medium level expectancy. 
An attempt to fill in this missing cell in the design was made at a 
later date. Ten subjects, dra•~ at random from a group of seventeen new 
students at ~~e School of Public Relations, were subjected to the medium 
expectancy - medium fulfillment experience. These subjects compared 
favorably to the original subjects as regards their major field of 
interest, their status and the class they were attending when they were 
subjected to the experimental treatment. 
Groups A1, A2, and A3, were given information designed to result in a 
high level of expectancy. Each of these groups was sent to a separate 
experimental room. To make the breakdown into groups feasible to the 
subjects, they were told that the nature of the work that they were to 
do necessitated plenty of elbow room and thus they had to be broken 
down into smaller groups in order to be able to do the work. Upon arrival 
at the experimental room, group Al was given information and instructions 
which coincided with the initial information that it had been given; 
group A2 was given the medium fulfillment i'nformation which did not measure 
up to the level of importance, extent of contribution, etc; which the 
expectancy information had met; and group A3 was given the low fulfillment 
information and instructions designed to result in a minimum of satis-
faction. The following diagram illustrates the experimental procedure 
for groups A1, A2, and A3. 
Group Expectancy Level Fulfillment Level 
Al High High 
A2 u Medium 
A3 " Low 
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Groups B1 and B3 were given information designed to result in a 
medium expectancy level. Group B1, upon arriving at the experimental 
room, experienced 1 overfulfillment 1 , while group B3 experienced 
1underfulfillmerrt 1 of the initial expectancy information. Group B2, 
which will be treated separately in the statistical analysis of the 
results due to the fact that it was not drawn from the same universe 
as the other groups, experienced a substantiation of the initial medium 
expectancy information. 
G roup E t i.ixpe c ancy L eve 1 Fulf '11m t L l en eve 1 
B:t Medium High 
12 II Medium (added group) 
~ II Low 
Groups cl, c2, and c3 were given initial information designed to 
result in a low level of expecta.ncy. Group c1 , in the experimental task 
room, experienced information and instructions designed to give a great 
deal of satisfaction; group C2 was given the medium fulfillment information 
and instructions; and group C3 experienced substantiation of the initial 
low expectancy information: 
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G roup t ...:;xpec ancy Level Fulfillment Level 
C:t 1 Low High 
c2 If Medium 
c3 II Low 
The overall experimental design may be diagrammed as follows: 
Groups A Al ~ A3 B ~ (B2) ~ :8:3 c 1 c1 c2 c3 
~ I 
~ectancy 
Level H H H H M M (M) M L I L L L 
H • High 
M = Medium 
Fulfillment 
Level 
X H M L X H (M) L X H M L 
L = Low 
(B2) = Added 
Group 
All experimental groups performed the same previously described 
sorting task in the experimental rooms. Four minutes after the groups 
had been instructed to begin to work, the experimenters in the respective 
experimental situations left the room to infor.m the student council 
members participating that they should enter the room with the questionnaire. 
When they did enter the experimental room, they spoke quietly to the 
experimenter in charge as though they were introducing themselves and 
explaining why they were there. The experimenter then introduced the 
'council member' to the subjects. He proceeded to explain his presence 
and distributed the questionnaire (See Appendix A for 1 student council 1 
statement). When the questionnaire was completed and turned face down 
on each subject's desk, the experimenter distributed large envelopes 
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and asked each subject to place in them the cards he had sorted, the 
tally sheet he had used and the questionnaire he had filled out. 
THE EXPERIMENTERS 
Eight experimenters were utilized to run the entire experiment. 
Experimenter 1 provided all of the groups with the expectancy information 
and sent them to the experimental rooms. Experimenter 2 interrupted 
experimenter 1 while -he was calling the attendance list in his classes 
and asked to see him for a moment. This was done to lend plausibility 
to the entire situation. It was after experimenter 1 had 'conferred' 
with experimenter 2 outside the classroom that he introduced the initial 
expectancy information and forred the sub-groups. 
Experimenters 3, 4 and 5, who were in charge of the experimental 
task rooms, administered the fulfillment information and the task 
instructions. Experimenters 6, 7 and 8 were the student council members 
who participated by administering the questionnaires to the subjects. 
The Latin square design was used to randomize the effect of experimenter 
personalities on the groups: 
Fm 
Experimenters: 3,4,5 
6,7,8 
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47 
58 
48 57 
38 
37 46 
(The Em Fm group was 
subjected to the 
experimental variations 
by new experimenters) 
Experimental roams 
Questionnaire administration 
E ------Expectancy information 
F ------ Fulf i llment information 
h ----- High 
m ------ Medium 
L ------ Low 
Experimenters 3, 4, and 5 participated in five training sessions 
wherein the attempt was made to standardize their behavior in the 
experimental situation as much as possible. Each experimenter memorized 
every set of fulfillment information and role-played the delivery as 
well as the answering of questions which could be anticipated. These 
experimenters were also instructed to make notes as inconspicuously as 
possible of anything that seemed pertinent. 
Experimenters 6, ?, and 8 participated in two training sessions 
wherein they r ole-played the administration of the que stionnaire. 
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CHAPTER V 
METHODOLOGICAL RESULTS 
Questionnaire Reliability: 
The reliability of a guesti onnaire depen:i s upon the consistency with 
which it gauges the responses of those to whom it has been applied. The 
reliability of the questionnaire used in this study to measure intrinsic 
j ob satisfaction levels was tested as follows: 
The questionnaire responses - made by the subjects of the three 
groups which were subjected to the expectan~ information only - were 
arranged so that the answers of all thirty respondents to equivalent 
. * questJ.ons could be compared. The respondents 1 answers to each question 
were evaluated in the following manner: if the r espondent had circled 
'one' or 'two' on the scale of ten points, he was credited with five 
points toward his total intrinsic job satisfaction score; 'three' or 
1four 1 encircled merited four points; 'five' or 'six' -three poi nts; 
'seven' or 'eight' -two points; and 'nine' or 'ten' -one point, i.e. 
v 
5 
3 4 
\ / 
4 
5 6 
v 
3 
7 8 
\I 
2 
9 10 
v 
1 
scale 
scores 
Any combination of five and four points and of two and one points 
were considered equivalent answers. 
*Equivalent questions: In both questionnaires used in t his study, cuestion 
one was equivalent to ques tion eight; question three to question nine; 
question four to question ten; question five to question eleven; and 
question six to question twelve. Question t wo, "Have you been called 
upon to this kind of work before?" and question seven, "Do you feel that 
students should participate in this kind of work?" wer e inserted as 'blind 1 
questions and were not used as intrinsic j ob satisfac tion criteria. 
For example, if a person scored one point on question six and two 
points on question t welve, this was taken as an agreement. Similarly, 
if a subject scored five points on question six and four points on 
question t welve it was taken as an agreement. However, a score of three 
points on a question had to be paired with a score of three points on 
the equivalent question to be taken as an agreement. Combinations of 
two and three points or of· three and four points were not scored as 
agreements. The percent of agreement between each set of equivalent 
questions was derived by dividing the number of agreements by the total 
possible number of agreements. Table 1 illustrates the results. 
Table 1 
(see Appendix B) 
Percent Agreement Between Equivalent Questions 
( N-30 ) 
' Equivalent Questions 
l-B 
3-9 
4-10 
5-11 
6-12 
Agreement Obtained 
Total Possible Agreement 
B6.66% 
63.33% 
B6.66% 
76.66% 
B3.33% 
Average - 7B.32% agreement 
3B 
This method of testing reliability is one that is used most frequently 
in testing too reliability of coding in survey work. An agreement 
approximating 80% is ordinarily taken as designating satisfactory 
reliability.1 
1. Maccoby, Nathan - personal discussion 
In an effort to improve the reliability of the questionnaire, some 
of the questions in the final questionnaire were changed slightly. (see 
Appendix A). The same reliability check was made V\r:ith the responses to 
the final questionnaire made by the original sixty-nine respondents who 
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were subjected to the experimental treatments. The results are as she\~ 
in Table 2 below: 
Table 2 
( see Appendix B ) 
Percent Agreement Between Equivalent Questions 
( N-69 ) 
Agreement Obtained 
Equivalent Questions Total Possible Agreement 
1-S 
3-9 
4-10 
5-11 
6-12 
71.01% 
66.66% 
72.46% 
S2.6o% 
S6.95% 
Average - 75.93% agreement 
A comparison of Table 1 with Table 2 shows a slight over-all 
decrease, in average percent agreement between equivalent questions, 
from questionnaire I to questionnaire II. This occurred, primarily, 
because the subjects in the experiment scored three points more often 
in answering questions than did the subjects who were exposed to the 
expectancy information only. Insofar as 1 three 1 had to be matched with 
'three' to be counted as an agreement and many more 'threes' occurred as 
a result of the experimental treatment than occurred v.hen subjects answered 
the questionnaire on the basis of expectancy information alone, the decrease 
is not alarming. A glance at the responses listed in Appendix B will 
demonstrate that few answers to equivalent questions varied by more than 
one point in one direction or arother. Table 3 presents these variances 
far each set of equivalent questions. 
Tabl e 3 
Question Variance 
( N = 69 ) 
Equivalent Questions Number of Responses 
Varying More Than One 
1-S 
3-9 
4-10 
5-11 
6-12 
· Point in Either Direction 
6 
3 
4 
5 
0 
It is likely that in responding to que sti onnair es such as those 
used in this experiment, the respondents make a consci ous eff ort to 
vary their answers somewhat. Several subjects reported, after having 
been informed that they had been sub j ects in an experiment, that they 
had felt "funny'' about giving the exact sare answer to every question 
and that they had tried to vary them a little after they had canpleted 
the first pa ge. It was primarily for this reason that the original scale 
of ten points was condensed to a five-point scale. Still, with the 
reliability measure used herein, a subject answering one question by 
encircling 'six' (i ~e. three points credit) and the equivalent question 
by enci rcling 'seven' (i.e. two points credit), was not counted as 
having given responses tha t agreed. This, of course, served to lower 
the over-all percent of agreement between e quivalent questions. 
Two intrinsic j ob satisfaction scores for each subject exposed to 
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the expectancy information only were derived by stmrnin g the responses 
to questions one, three, four, five and six for one score and equivalent 
questions eight, nine, ten, eleven and twelve for the second score. 
A product-moment coefficient of correlation between such subjects score 
on test I and test II resulted in a positive correlation of .92 (see 
Appendix B, Table 4.) 
Table 4 
PRODUCT-MOMENT CORRELATION 
Between Subj ects' Scores on Test I and Test II 
( N-30 ) 
Test I Test II 
IA:ean 15.80 15.36 
s. D. 6.78 6.73 
lr r = .f • 92 
Test of Effectiveness of Expectancy Information: 
One question that can be raised concerns the eff ectiveness of the 
independant variables, - the three levels of expectancy informa tion used 
in this study. The method used to test the effect of the information in 
structuring expectancy levels has been fully described in Chapter IV. 
The results follow: 
Each of the five questions used to derive intrinsic job satisfaction 
levels received a minimum value of one point (for lovr satisfaction) and 
a maximum value of five points (for high satisfaction ) . Thus, the 
highest possible intrinsic job satisfaction score that a subject could 
obtain was twenty-five and the lowest possible job satisfaction score was 
five. Table 5 presents the mean intrinsic job satisfaction scores on 
test I and equivalent test II obtained by three groups of ten students 
each, one of which was exposed to 'high expectancy' information, another 
to 'medium expectancy' information and the third to the 'low expectancy' 
information. Table 5 shows the results in terms of mean total intrinsic 
job satisfaction score achieved by each of the groups on two equivalent 
forms of the questionnaire. 
Table 5 
( see Appendix B ) 
Mean Intrinsic Job Satisfaction Scores 
Test I and Test II 
Groups A B c 
Expectancy 
EH* EM* EL* Level 
Tests I II I II I II 
Mean intrinsic 
job satisfaction 23.4 22.3 16.3 16.0 7.7 8.1 
score 
S.D. 1.8 1.0 2.7 2.8 2.1 2.25 
Product-moment 
.J. .74 .J. .74 .J. .60 coefficient 
* ~ - High expectancy information; EM - Mediwn expectancy information; 
~ - Low expectancy information. 
The results demonstrate rather clearly, that the three sets of 
information were successful in structuring different expectancy levels. 
t-tests resulted in a rejection of the null-hypothesis. The difference 
between the medium and low groups was significant beyond the .01 level. 
(See Appendix B, table 6). 
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Groups 
EH and~ 
By and Er, 
Table 6 
t-Test Results 
t 
6.39 
7.47 
The variability of the subjects in the medium expectancy group 
was greater than the variability of the subjects who participated in 
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either the high or low groups. It should be remembered that the infonnation 
given to subjects of the medium group left more room for interpretations 
based on personal experiences, likes and dislikes than did the information 
given to the subjects of either the high or low groups. Some students 
of the division of Public Relations have difficulty in perceiving and 
accepting the importance and relationship of research to the field of 
Public Relations. Others, having succeeded in perceiving its importance 
want to learn as much about research methods as possible while they attend 
the school. In spite of this, the variability of the scores of the medium 
group members was not large enough to cause any overlap with the scores 
obtained by t he members of the high and low groups. 
Mean scores of 23.4, 16.3 and 7.7 were accepted as representative 
of high, medium and low expectancy levels respectively. 
CHAPTER VI 
EXPERIMENT AL RESULTS 
Intrinsic Job Satisfaction Scores of Groups Exposed to the Nine 
Experimental Variations of Expectancy-Fulfillment Experience: 
The total intrinsic job satisfaction score of every subject in each 
experimental group was derived and a mean satisfaction score for each 
experimental group was calculated. ( See Appendix B, Table 7 ). Questions 
one, three, four, five and six were used in determining each subject's 
satisfaction level. 
Groups Al A2 A3 
[Expectancy E E E 
Level H H* H 
Fulfi llment F F F 
Level H M L 
I .J .S. scores 17.8 11.4 8.4 
Table 7 
Mean 
Satisfaction Scores 
I Bl l B2 ~ B~ r I I 
E E lE M M M 
F F F 
H M L 
115.7 !c l3. 7) 8.0 
cl c2 c3 
E E E 
L L L 
F F F 
H M L 
116.0 10.4 12.1 
(* For ease in presentation, the following symbOls will be used in the 
enslidmg discussion; 111- F1A:- EL- High, Medium and Low Expectancy; 
FH- FM- FL- High, Medium and Low Fulfillment respectively.) 
Simple analysis of variance was utilized to test the significance of 
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the obtained difference. The Eu FM group was not included in this analysis 
nor in the following ones. An F value of 5.98 signified differences reliable 
beyond the .01 level. ( An F value of 2.95 ~dth 68 degrees of freedom is 
required for significance at the .01 level.) (See Appendix B, Tables VII 
and VIII). The results of the t-tests are listed in Table 9 below: 
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Table 8 
t-Test Results 
Methods Differences t Significance 
Between Means at .05 level at .01 level 
EHFH-EHFM 6.6 3.33 yes yes 
EJ!H-EHFL 9.6 5.13 yes yes 
~FH-EJ'M 2.0 .91 no no 
~FH-~FL 7.7 3.20 yes yes 
~FH-~FM 5.6 3.14 yes yes 
~FH_Er_,FL 3.9 2.16 yes no 
EHFH-~FH 2.3 1.04 no no 
E~H-~FH 2.0 1.04 no no 
E F E F H M- L M 1.0 .55 
no no 
~FM_\FM 3.3 1.81 no no 
EHFL-~FL .4 .19 no no 
E~L-ELFL 4.10 2.39 yes no 
EJ'L-ELFL 4.12 1.97 no no 
The differences between the high expectancy - high, medium and low 
fulfillment groups were all significant beyond the .01 level of reliability. 
Similarly, the difference between the medium expectancy - high and low 
fulfillment was significant beyond the .01 level. The medium expectancy -
high and medium fulfillment did not differ significantly. In the case of 
the low expectancy - high, medium and low fulfillment, the difference 
between the low/high and low/medium groups was significant at the .01 
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level but that between the low/high and low/low groups was not significant 
beyond the .05 level. 
No significant differences were found between the high, medium and 
low fulfillment groups irrespective of the expectancy levels involved. 
In comparing the results of the groups exposed to the expectancy-
fulfillment experience to those of the groups eA~osed to the expectancy 
information alone ( see Table 5 and Table 7 ), it ~~11 be noted that the 
sorting task did have some effect in determining f inal intrinsic job 
satisfaction scores. The E~H group showed a mean score of 17.8, while the 
EH group's mean was 23.4- an over-all decrease of 5.6 points. On the other 
hand, the ~F1 group's mean was 12.1 while that of the ~ group was 7.7 -
an over-all increase of 5.4 points. The nature of the task itself 
apparently did not quite live up to the expectancy information divulged to 
the high or low groups: It was not as ' good' as the high group had been 
led to believe and not as 'bad' as the low group had been led to believe. 
The ~FH group's score (15.7) was very close to the ~group's score (16.3). 
The task itself evidently was not as 1good 1 as even the medium group had 
been led to believe: EuFM (13.7); EM (16.3). Ho~~ver, the difference was 
not as large in this case as it was in the case of the high and low groups. 
A comparison of the hypothesized ordinal relationships (excluding the 
~!FM group) with the one obtained is depicted in Table 9: 
(see Table 9 on next page) 
EJ'H 
EHFM 
EHFL 
EJ'H 
l)lH 
E)tL 
E F L H 
E F 
L M 
E F 
L L 
Table 9 
Ordinal Relationships 
Hypothesized Experimental 
3 ---------------------- 1 
6 ---------------------- 6 
9 ---------------------- g 
2 ---------------------- 3 
5 ---------------------- 4 
g ---------------------- 9 
1 ---------------------- ~ 
4 ---------------------- 7 
7 ---------------------- 5 
In interpreting these results, it must, of course, be noted a gain 
that the differences obtained between the EHFH' ~FH and ~FH experjmental 
groups were not significant ones. However, it is at this point that the 
d~ndancy of fulfillment levels upon expectancy becomes clear. It i s 
more likely that the fulfillment information alone was not sufficient to 
completely change the initial frarre of reference established by the 
expectancy informati on. The experimenter's intention of relating pro-
ductivity levels to intrinsic job satisfaction levels necessitated that 
all groups be subjected to the same t ask. Thus, if a group was told 
originally that it was going to sort cards for a dead-card file, - even 
if the level of importance, extent of contribution etc; changed - the 
'card-sorting' frame of reference was actually reinforced by the nature 
of the task itself. This being the case, we would expect the E1FH group 
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to be less satisfied than the EJ' H group which had not been subjected to 
the 1 sorting' frame of reference. This was the case here - though not 
significantly ro. 
The decrease in job satisfaction level displayed by the EHFH group 
(when compared to the EH group) has already been discussed, - also in 
terms of the nature of the task. The task was called 'classification' 
work when the expectancy level was established. Thou~h no subject had 
participated in an exact sarre work situation prior to the experirrent, 
it is most likely that previous experience of a similar nature led them 
to perceive the task itself in slightly less grandiose terms once they 
were on the j ob. 
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The Em Fm group did not score as high as did the Em group, but at 
the sarre time, it should be noted that the difference between the Em Fh 
group and the Em Fm group was not a significant one. This demonstrates 
once again the role of the expectancy level in determining how experience 
on the job will be perceived. 
The greatest discrepancy between the hypothesized ordinal relati on-
ships and those obtained in the experiment existed in the case of the 
EtFM and E1 F1 groups. (see Tables 7 and 9). This may be explained as follows: 
The only 'experiment-wise' subject reported by any of the experimenters 
was one who participated in the Er..FM group. Upon entering the e:>..."Perimental 
task room, this subject remarked. out loud that he thought tha t the whole 
affair was an experiment. The experimenter in charge asked, "What makes 
you think so? " The sub,ject made no reply to the query. It was also 
noted by the experi.menter that this subject made it a point to talk to 
other subjects around him and that a cert ain amount of skepticism prevailed 
as to the real nature of the work. This being the case, it is not 
surprising that the mean intrinsic job satisfaction score of the EtFM 
group was rather low (10.37 - 6th place; Table 9). 
The EtF1 group's intrinsic job satisfaction mean was higher than 
the given hypothesis would predict. It is f elt that once again, the 
nature of the task itself as related to the low level of expectancy · 
information was partially responsible for the results. The subjects in 
this group were given a fairly dark picture of t he work they would do, 
and it cannot be said that the t a sk vlith the mimeographed tally and 
instruction sheets, as well as the impressive-looking I.B.M. cards, 
substantiated the low expectancy level completely . If anything, the low 
initial fra~re of reference which structured anticipations of but few 
satisfactions made it more likely for the subjects to derive satisfaction 
from these mrk tools than if they had been exposed to a 'high' or 
'medium' initial frame of reference. 
Relationships Between Criteria Used to Measure Intrinsic Job Satisfaction 
Levels: 
Product-moment coefficients of correlation were calculated to 
obtain a measure of the relationship between the distribution of responses 
to any one of the questions (1,3,h,5 or 6) and the di stribution of 
responses to the remaining questions. Table 10 illustrates the results. 
(See Appendix B, Table X). 
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Table 10 
Product-moment Coefficients of Correlation 
Criteria Relationship 
Questions 1 3 4 5 
1 _j_ .275 _t__ .044 f .169 
3 f .275 f .899 _t__ • 934 
4 i .044 _j_ • 899 i_; • 900 
5 1- .169 1- • 934 1- • 900 
6 
f .121 
i_ • 919 
_t__ • 810 
1- • 880 
Question 1 - "Would you be willing to be called upon to do this 
kind of work again?" 
Question 3 - "Did you get any feeling of accomplishment from 
doing this work? 11 
Question 4 - "To what extent did you find the work interesting? " 
Question 5 - "To what extent do you feel this work was important 
to you?" 
Question 6 - "How well did you like this sort of work?" 
50 
The correlation between question one and the four remaining questions 
is obviously low. Evidently, willingness to participate in work in this 
situation is not close~ related to feelings of accomplishment, extent of 
interest derived from work, importance of work, or to how much one likes 
his work. If we keep in mind the fact that our subjects are colle ge 
juniors we might explain this by recognizing that participation in the 
work situation made it possible for them to get out of a regular class 
period. This result may be likened to the willingness of a worker to 
hold on to a job toward which he displays little intrinsic job satisfaction. 
if'lages, security or a multitude of other factors may serve as strong 
motivating factors. 
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A Second Analysis of Variance: 
Because of the results just reported, a second set of satisfaction 
scores were derived for every subject in each experimental group with 
question one deleted. In this case, the highest possible score was 20 
and the lowest was 5. The results are presented in Table 11. (See 
Appendix B). 
Table 11 
Mean Intrinsic Job Satisfaction Scores 
Groups Al A2 A3 Bl B2 ~ cl c2 c3 I 
~xpectancy EH EH EH ~ ~A: Fy ~ 1\ ~ l 
Fulfillment FH FM FL FH FM FL FH FM FL 
I. J. s. 12.90 8.20 6.90 11.85 (10.1 ) 6.30 ll.80 7.10 7.90 
Analysis of variance resulted in an F value of 5.46, indicating 
diff erences significant beyond the .01 level of reliability. Table 12 
shows t-test results. (See Appendix B) • 
.::. - - . . . .... ~. -= -: ":' - ·r 
Table 12 
t-Tests 
(Scores derived excluding question one as a criterion of intrinsic job 
satisfaction) 
Significant at 
Methods Difference between Means t .05 level .01 
EJ'H_EJ'M 4.?0 2.61 yes no 
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level 
E F- E F 6.03 3.15 yes yes H H H L 
E F- E F 1.75 .g5 no no M H MM 
EJ!H- E\~FL 5.5? 2. 54 yes no 
ELFH- ELFM 4.69 2.50 yes no 
~FH- ELFL 3.94 2.10 yes no 
E F - E F H H M H 1.05 .52 no no 
E F-E F H H L H 1.09 .62 no no 
EJ' - E F M L M 3.00 1.53 no no 
E1lM- ELFM l.Og .56 no no 
EHFL- EJ'L .59 .2g no no 
l).(L- ELFL 1.59 .?5 no no 
A review of the t-test results demonstrates that the number of 
differences significant at the .01 level decreased, but that once again, 
in terms of significance at the .05 level, the differences that existed 
were between the high, medium and low fulfillment levels (expectancy levels 
held constant) and that no significant differences existed between the high 
£ul£illment levels with differing expectancy levels and the low fulfillment 
levels with differing expectancy levels. 
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The ordinal relationships between groups were not changed significantly 
by this new treatment of the data. 
Difference Between Groups in Answering the Question, "How Well Did You 
Like This Kind of Vlor k? 11 : 
Intrinsic job satisfaction levels are probably best determined by 
responses to the question, "How well did you like this kind of work? 11 
In order to test for differences between groups in responses to this 
question, every subject's response to this question only was listed and 
mean responses for each experimental group derived. In this case, the 
subject's original response was utilized. An answer of 'ten' designates 
the most unfavorable response, - i.e; "not at all", and an answer of 
'one 1 designates the most favorable response, -- i.e; "very much so". 
The results follow in Table 13. (See Appendix B). 
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Table 13 
Answers to Question Six by Experimental Groups 
Groups Al A2 A3 Bl B2 ~ cl c2 c3 
Expectancy ~ EH EH ~ EM ~l ~ ~ ~ 
Fulfillment FH FM FL FH FM FL FH FM FL 
~. J. s . 4.30 7.80 7.75 5.S6 (63) S.57 5.45 S.l2 7.37 
Analysis of Variance resulted in an F value of 3.94, once again 
indicating the existence of differences significant beyond the .01 level 
of reliability. 
The results of the t-tests f ollow in Table 14: 
Table 14 
t-Tests of Significance 
Applied to Experimental Group Answers to estion Six 
Significant at 
Methods Differences between Means t 
.01 level .05 level 
EJ! H-EJ'M 3.50 3.27 yes yes 
E F - E F 3.45 3.13 H H H L yes yes 
E~H-~M 0.44 .37 no no 
EMFH-EJ'L 2.71 2.67 yes no 
E F - E F 2.64 2.36 
L H L M yes no 
E F-E F 1.92 1.71 
L H L L no no 
EHFH- ]\fFH 1.56 1.30 no no 
E F - E F .41 1.35 H H L H no no 
EJM- ~FM .32 .29 no no 
E F - E F • S2 • 65 HL ML no no 
E1f1- E1F1 1.20 .95 no no 
The differences significant at the .05 level in this case follow 
the same direction of those already reported. The major difference is 
that the difference between the lOW' expectancy-high fulfillment and 
low- expectancy-low fulfillment groups does not quite reach the .05 level 
of reliability. The apparent difference is in the direction expected on 
the basis of the given hypothesis. That the criteria used to influence 
expectancy and fulfillment levels also affect intrinsic job satisfaction 
is clearly exemplified here, if one keeps in mind that the task in all 
experimental groups was the same and that the subjects were randomly 
drawn from the same universe. 
A comparison of the ordinal relationships resulting from the three 
treatments of the data reported above as compared to the hypothesized 
relationships follows: 
Table 15 
Hypothesized Ordinal Relationships 
Compared to Results of Three Treatments of Data ' 
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Experimental Hypothesized I.J.S. Score I. J . s . Score I.J .s . Score 
Groups Relationships all questions questions 3,4,5,6 question 6 
E F 3 
----------
1 ------------- 1 
--------------
1 
H H 
RHFM 6 ---------- 6 ------------ 5 ------------- 7 
EHFL 9 -------- 8 ------------- 8 -------------- 6 
~llH 2 -------- 3 ------------- 2 -------------- 3 
f1lM 5 ---------- 4 ------------ 4 -------------- 4 
VL 8 --------- 9 ------------ 9 ------------ 9 
~FH 1 ---------- 2 ------------- 3 -------------- 2 
~FM 4 ---------- 7 ------------- 7 -------------- 8 
ELFL 7 -------- 5 
------------
6 
-----·--------
5 
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If we keep in mind the fact that many of the differences are small 
and statistically insignificant (particularly those between the same 
fulfill.rrent and different expectancy levels), we can see t ·hat the relation-
ship did not change to any marked degree with the varied treatment of the 
data. Possible reasons for the discrepancies between the hypothesized 
relationships and those that were obtained have already been presented and 
apply regardless of the handling of the data. 
Intrinsic Job Satisfaction and Productivity: 
The number of cards sorted per minute by each subject was derived 
and the mean number of cards per minute sorted by each experimental group 
was calculated. The results are tabulated in Table 16. 
Table 16 
Group Mean - Number of Cards Sorted Per Minute 
7.0 6.4 S.2 
' 
7.9 (6.4) 6.S 
S.7 7 -~- 6.3 
The results here appear just as contradictory as the results from other 
studies which have been referred to in the chapter which reviewed the 
literature. In two cases (high expectancy- high, medium, low fulfillment 
and medium expectancy- high and low fulfillment), there is an apparent 
inverse relationship between intrinsic job satisfaction and productivity. 
However, in the case of low expectancy- high, medium and low fulfillment, 
the apparent relationship is a positive one. 
Anal ysis of variance resulted in an F equal to 1.26, which is not 
significant at tre .05 level. (See Appendix B). It j_s most likely that 
in the experirrent reported in this paper, neither extremely high nor 
extremely low intrinsic job satisfaction levels were prevalent. If this 
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was the case and from the data collected it appears to be so, a significant 
(ej_ther positive or inverse) relationship between intrinsic job satisfaction 
and productivity should not occur; - following the given hypothesis. The 
apparent relationships, judging from the tests of significance that have 
been applied, are artifacts of the experiment and could just as well have 
occurred in teverse. 
For speculative reasons only, it is interesting to note that the 
hi ghest productivity occurred when the discrepancy between the expectancy 
and fulfillment levels was at its greatest. Both the high expectancy-low 
fulfillment and low expectancy-high fulfillment groups exceeded the other 
groups in their respective expectancy levels as regards productivity. An 
experi ment designed primarily to test the relationship between intrinsic 
job satisfaction and productivity may well give more insight into this 
apparent but statistically insignificant result. 
The task-room experirrenters reported that high fulfillment groups 
asked many more questions as to how the work should be done than did the 
groups who experienced the medium or low fulfillment infoFmation. 
Nevertheless, in checking the work done by all the groups for errors 
there was no significant difference between groups. (See Appendix B - Table 17). 
CHAPTER VII 
CONCLUSIONS 
Hethodolog;y:: 1. The Questionnaire 
'l'he questionnaire used to measure intrinsic job satisfaction levels ,;-vas 
sufficiently reliable for the purpose of this exper~nent. A person's 
1~llingness to participate i n the job did not corr elate hi ghly 1~th --
feelings of contribution made by doing the job; interest levels; importance 
levels nor t he 1,ray the person felt about the work content itself. This 
result may be a funct ion of the social setting from which the subjects wer e 
dra~-m . 11rlillingness to partici pate on the job 1 may, i n this case, be 
determined by desires to avoi d attending noTinally scheduled classes. I t is 
reasonable, however, t hat in a real job situation, wages and many other 
social needs operate to determine one's will i ngness to work on a j ob and 
that intrinsic job satisfaction plays but a minor deter mining rol e. 
2. The EA=pectancy Information 
The infoTination designed to structure expectancy levels accompl ished its 
purpose. The relatively small amount of variability in the case of all 
three levels may not be a function of t he i nformation alone. Insofar as the 
experimenter 1v-ho administered t he i nfonnation to the subjects vias also the 
class instructor, his acquaintance vrl t h the subjects, their evaluation of 
him and personality f actor s may well have i nfl uenced the subjects' 
perceptions of the information. However, since this experimenter submitted 
t he expectancy i nformation to all experimental groups and since hi gh, 
medium, and lmv- expectancy l evels Here desired and obtained, these variables 
are important pr imaril y if attempts are made to repeat t he experiment. 
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The pGrti:n.e.nt conclusions derived from the experimental r esults follmv: 
1. Work content alone does not determine intrinsic job satisfaction levels. 
More i mportant is the social frame of reference against which the job is 
perceived. 
It has been demonstrated that the card sort ing task did not correspond 
exactly to the expectancy-fulfillment information concerning it. The mean 
anticipated intrinsic job satisfaction score of the group that was subjected 
to the high expectancy information only was higher than the mean intrinsic 
job satisfaction score oi' tne group suoject.ed t.o the entire nigh expectancy-
high fulfillment experience. Also, the mean anticipated intrinsic job 
satisfaction score of the loH expectancy group Has lower than the mean i . j . s . 
score of the low expectancy-low fulfillment group. In other words , the work 
experience itself did serve to lower the satisfaction level of the high 
expectancy group and to increase the level of the low expectancy group. 
Nonetheless, in all cases, the groups which experienced high fulfillment 
information scored significantly higher than those which experienced low 
fulfil lment information. 
Correlations betv1een variables do not tell us anything definite about 
cause and effect relationships but it appears r easonable to hypothesize 
that feelings of accomplishment and level of importance associated with a 
task situation structure the level of interest that Hill be shotm by a 
v-rorker as Hell as his level of intr insic job satisfaction. Industrialists 
evidently have recognized this in some cases. The terms 'custodian' or 
'building superintendant' have pretty much displaced t he previously used 
term 'janit or' which symbolized a type of 1vork rather low on the social 
heirarcby. 
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It should not be assumed that merely by changing the name of a job, 
intrinsic job satisfaction levels will also change. The current obsolescence 
of skills due to increased subdivision of labor and assembly line 
production methods (resulting from the advances in the applications of 
technological knowledge) leads to a loss of prestige and status on the part 
of the worker,- as well as to the formation of strong formal organizations 
which necessitate the imposition of more and more discipline on the worker. 
This loss or status and prestige must be countered if ~he tensions on the 
part of the worker resulting from it are to be reduced. If management 
consulted the ~mrker about changes, gave him a voice in making required 
changes, it might well revive the feelings of prestige and status which have 
been demonstrated as being in~ortant in determining one's intrinsic job 
satisfaction level. 
2. The results relating to the Rypothesized ordinal relationship between 
experimental groups 1-rere inconclusive. 
The differences between the mean intrinsic job satisfaction levels of the 
three high fulfillment groups and those between the three medium fulfillment 
groups,- irrespective of the type of expectancy information,- were 
insignificant. In the case of the three low fulfillment groups one of the 
obtained differences was significant. The E1F1 group scored higher than 
both the E~1 and the EHJ.i'1 groups. The mean score of the E1F1 group was 
significantly higher than that of the EHFL group (s i gnificant at the .05 
l evel) and did not quite attain significance i n the case of the E1JIFL group. 
The obtained difference was in the direction which the hypothesis predicted. 
Simil arly, as predicted, t he ENFM group scored higher than the EHFN 
group. (not significant at the .05 level). However, the hypothesis that the 
E1FM group would show a higher l evel of intrinsic job satisfaction than both 
6b 
the ErlN and EHF~.f groups -vras not substant iated. This does not invalidate the 
hypothesis , - parti cul arly because the suspicious subj ect,- whose open 
suspicions may well have changed the expectancy level of the ot her group 
members-- was a member of the ELFl1 group. 
The resul ts , though inconclusive, strongl y indicate that f urther 
experi mentation i·lith variation in design i.S feasible . An experimental 
situation t'rherein the fulfillment experiences are s t rong enough to ov ercome 
initial frames of reference incurred by the expectancy information shoul d 
result in more concl usive f i ndings than was the case in this experiment. 
3. The experimental ly obtained job satisfaction l evels strongly i ndicated 
that initial expec~~tions serve as a frame of reference agai nst which later 
judgments on the job are made . 
The EHFH and EHFH groups scored hi gher than the ELFH and the £1,FH groups 
respectivel y . Empirically, these results suegest that a 1-rorker entering a 
job situation with lo1-r expectations will be prone to perceive primaril y 
those experiences which concur vJith the low expectancy level. They will 
perc eive s atisfactions less readily than one i.Jho enters the job situa tion 
with high expectations. Once experi ences yielding satisfactions are 
a ccepted (i . e ; once a l l doubt is erased as to their authenticity) intrinsic 
job satisfaction should increase markedly. 
The i mportance of this finding should not be underestimated. He have 
seen that even in an experiment v-rhere the attempt was made to isolate 
expectancy l evels from fulfillment level s that it -vms not pos sibl e . 
Is it any more probable i n a real job situation that these variables ;.Jill 
a ct independently of each other? The vrri ter thinks that this is not the case 
but that initial expectancj_es -vJill play an i mportant role in determining 
what 1rill be perceived as fulfillment as 'well as hOi..r certa in fulfillment 
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experiences 1..rill be perceived. A 1-1orker with high initial expectations a s 
related to his job may perceive an experience in an al together different 
mam1er from one "tv-hose expectations are low. For example,- the worker uho 
perceives a company policy stating that 11 workers will receive financial 
aid in case of serious illness 11 as a promise on the part of the company 
to pay all o~ his hospital bills for him, v.rill be quite unhappy if the 
company pays 'only' t wo-thirds of his bill when the occasion arises. The 
worker ' s manifestations of unhappiness in this kind of situation has led 
to a number or· lalse generaJ.izat.1.ons concerning worker demands by 
management representatives. Because of the worker's attitude in this kind 
of situation and the l ack of insight on the part of management as to its 
origin, many industrial managers are 1.-rrongly convinced that the worker 
cannot be satisfied and that labor management strife is destined to last 
forever . 
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lJiH1.culties oi' t.he kind descrioed. above can be avoided by structuring 
policy and work situations so that the least possible discrepancy exmsts 
between initial expectancies and actual experiences on the job. Foll ow-up 
discussion s essions of management and worker groups should serve to clarify 
misconceptions vihich booklets and other scources of misinformation have caused. 
h. The experimental results indicated no specific relationship between 
intrinsic job satisfaction and productivity. 
Since neither extremely Digh nor extremely low intrinsic job satisfaction 
levels were obtained by the experimental manipulations, this lack of 
specific relationship is vrhat the given h;>rpothesis would lead us to expect. 
The apparent results could easily lead one to draw :f.lalse cocclusions. In the case 
of both the high and medilun expectancy groups, there appeared to be an inverse 
relationship between productivity and intrinsic job satisfaction. In the case 
of t he loe expectancy groups, the apparent relationship behreen the t wo 
var iables vras a positive one. Before tests of signif icance ·wer e completed, 
ther e was some speculation as to "lvhy the t1-vo groups which experi enced the 
greatest discrepancy bet1·1een t he expectancy and fulfillment information 
should also be the highest producing groups. However, in vieu of t he lack 
of significant diff erences, it is most likely that chance is the best explan-
ation of this r esult. 
A comparison of the apparent results om' this study Hith the results of 
1 
t he pr eviously reported Survey Research Center studies is diff icult . This is 
so for t he fol l ovd ng reasons . In the first place, t he experi mental subj ect s 
in t he experiment r eported here expressed satisfactions t o indicate high 
int rinsic job satisfaction and di s satisfactions to express l ow intrinsic j ob 
satisfact i on. In the sur vey studies, high and moderat e satisfacti ons trere 
indicati ve of hi gh and low intrinsic job satisfaction l evel s r espect i vely . 
Only a small proportion of t he survey respondants expressed act ual 
dis sa tis f action 1·Ti t h the vJOrk content . Second~y, the survey study r esearchers 
did not collect data on expect ancy levels •-rhereas 1..;rorker expectancies 
represent t he major focus of this study. The survey study authors att empted 
to explain t he inverse relati onshi p betw·een the variables in t erms of l evel 
of work a spiration. It was not ed that the high producer may have a hi gh level 
of aspiration and may ther efore be t hHarted i n a low-skilled job. lo>v 
producer, on the other hand, may have a lm-rer level of vrork aspi r ati on and 
may t herefore be quite happy on a low-skilled job. Insofar as expectancy 
level as used in this s tudy is not identical Hi t h l evel of a spi ration, t he 
r esults reported here cannot be said to either substantiate or r efute t he 
aforementioned expl anation. 
This lack of direct r el ationshi p bet1::een i ntrins i c job satisf action and 
1. Kat z, D., Eaccoby, N.~ Gur in, G., and Floor, L. G.,; op. ci t., pp . 16 
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productivity should not be t aken as an inUlcaT .. J.on o1· the reJ.ative unl.ITlpoDtance 
of "~<rorker i ntrinsic job satisfaction to industrial management. Indeed, only 
the most near-sighted of indust rial managers l,rould draVJ such a conclusion. 
Labor turnover and absenteeism may well increase with low intrinsic job 
satisfaction l evels and high labor turnover as well as high abs entee rates 
result in less overall efficiency and productivity. Thus, intrinsic job satis-
f action may well be indirectly related to productivity. 
5. The expectancy-fulfillment hypothesis and group decision. 
The eff ectiveness of the group decision technique in forr~lating 
1 ,2 
organizational policy may be t heoretically expl ained in t erms of the 
expectancy-fulfillment hypothesis presented in this paper. If workers t ake 
part in formulating poli~ that will affect them and that will be carri ed 
out, the smallest possible discrepancy betrreen their expectamcy and 
fulfillment levels as r elated to their jobs vrill exist. In other 1-.rords, if 
a "~<rorker participates in the decision making process, he should knm.-1 what is 
going on, should knm-1 how it is going to affect hi m, should expect only l-rhat 
he himself has helped to f ormulate and thus should be more satisf i ed with his 
j ob than he would be if he had not taken part in maki ng a decision which 
affects him i n one way or another. Follmving from this, l -Je should expect the 
highest possible intrinsic job satisfaction l evels under the circumstances to 
prevail. 
In addition, as has been previously not ed, t he "~>rorker, by participating in 
the decis ion making proc ess , gai ns a feeling of increased prestige and has 
t he opportunity to recognize somet hi ng of the i mportanc e of his job. These 
f actors have al s o been demonstrated a s contr ibuting positively to i nt rinsic 
job satisfaction levels• 
l. Davenport, R. 'tl. ; Ent erprise for Everyman, l' ortune magazine, Volume XLI, 
No. 1, Janua~, 1950 
2. French, J.R.P. , Jr; op . cit., pp . 24 
6. Orienting t he i·rorlcer to his job. 
Personnel managers and industrialists in general are frequent~y beset 
with ~he problem of whether t o stress the positive aspects of a job in 
order to create high 'tvorker motivation,- or to stress the negative aspects 
of the job so that l ater disappoint ments and/or antagonisms on the part of 
the worker can be avoided. The tendency appears t o be t hat of f avoring the 
former action. In terms of the results derived from this experiment, it 
appears that neither overselling nor underselling t he merits of a job 
represent the best approach. In the case of 1overselling' ,the worker is 
bound to find out soone::" ot l ater t hat he 1·ms misinformed. His attitude 
resul ting from this nevr kno1vledge certainly Hill not be a benefit t o the 
overall -vrork situation. Hisinformation designed to result i n high worker 
motivation is fairl y certain t o boomerang. 
As for 'undersel ling 1 , 1-ve have seen that i niti al frames of reference 
influence one's perceptions on his job. A 1vorker v.rho is t old about al l 
the negative aspects of his job and nothing of the positive aspects is 
predisposed toward perceiving these negative factors while on the job,--
and it is likely that he -vnll fail to perceive the positi ve aspects to 
some extent. 
· The approach that shoul d be foll owed in orienting a 1vorker to his j ob 
is fairly obvious . He should be given information which -vrill lead him to 
percei ve the duties, rights , obligations and consequences of the job as t hey 
real ly are. Even if the true job stn.lCture i s an unattractive one, the 
1-1orker 1s recognition of and acceptance of t he facts should result i n a 
higher l evel of intr insic j ob satisfaction than would be the case if he was 
origi nally 'oversold' on the merits of the job and experienced subsequent 
disappointments . 
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n have been givon some inl'cnnation concern:ing t- e ' a rk yon 2'.>e to o 
.ch of ·h- follo-r;·_ng questions can be n~1~'3"".7e~·ed on a scnle of 10 pointso 
.ease ciTc:...c that, nlliilber on each . calc which best denotes your "eelingo 
t .e pres(3rrt time .. 
Would you be illing to b .. e~.l1ed upon to do t- is kind· of wor-k n the :-:':J:C.lU'3'i 
Yes, anytime 
at all 
& \ "'0 you be~... cBlled upo 
1eP:J1 very 
frequent l y 
.;o do th:i.s l:::i.nd of work before? 
No, rlGV\3 
ag .n 
c . Do ~·ou e:cpect. t.o get a.n;r fseling of accompl:' shnent. f'1·on doing t his w .rk? 
Ye~s, a vary 
greErii deal 
:H.:xt- .2:J:.) ly 
i ntBI'0Sting 
)~'~ Tc -.... hat, oxtont do you feel that ~"'ur • or~'; vil'ill be important? 
Not at 11 
0 iuterss~i~ 
Not E:;,:t:r-.r;;.ely 
so -~~lo a· all 
o I:Io./ -r; D_ C::.o you e:xp."'ct t::> like the ·rork you. will be giv .... n? 
A v-;;:~ -?,l!C:!:. 
deal 
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'o Do you feel ·the.t stud nta shmU.d pa!'ticipa.te in this ki:nCI of ·?:· rk? 
Yea, the mora 
freq~J.mrtly t: .. e 1 
betts:1:-
2 7 
No:- ~~".:>s lu·~.e:...y 
not 
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Yeu &..ny 
tim .. Z~ at all nsve_• 
To ".'7ha·~ E:)::'(,g :~t cio you think ~l.iha'i:. you 1:rl.ll feel you ha.va a.chievad aom;Cr(.hin~? 
Ver-~r 
much so 1 
0., Her< · bo ing do :!rou expect v'his tas : to bo? 
Y s, vaey 
" 
To 'il~if: erf:inl1.t. do JOU C:£1i~C'G to get; 3. kick 
ve-.cy 
1-~~-----r--· mu h go 4 5 6 
Non.e 
17 2atSO·Y"0l" 
Very 
liJI.lCh 0 0 
a 
No f) 
-~-- 10 de::i.."'li tely .. o·0 
out of doing tl'~is work? 
None 
-r B 9·-=ro t'1h ' ~[10 "''t: l' 
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HIGH EXPEC'I' _·\ NCY I NFORlvfA'I'I ON 
You people can consider yourselves a lucky group . You've been 
chosen to assist in the completion of a practical public relations 
research project that was started about six months ago. The work that 
you will be doing represents a major contribution to the project as a 
whole. Your v.ork today will give meaning to the work that has been done 
up to now and will make available to practicing P.R. people information 
which they have been asking us for for a long time. 
The work itself is of a classificatory nature and is the kind of 
work that P.R. practitioners are frequently occupied with. The practical 
experience that you'll get will be invaluable. You will be classifying 
data so that it will have pertinent meaning. If t he work itself were 
not so important in every way, secretarial help could do it. However, 
it is extremely important and thus people who should have a personal 
interest in P. R. work are asked to do the job. Judging from past exper-
ience of this kind, all of you will undoubtedly find t he work very inter-
esting and, at the same time, you should enjoy doing it much more than the 
usual work that you do in school. 
You have been broken up into small groups because of the nature of 
the work and so that you'll have freedom of movement that you wouldn't 
have i f you were all together. I'll call off your name and tell you 
where to go. You'll f ind one of the pro ject directors waiting for you 
there with t he work. 
HIGH FULFILLMENT INFORMATION 
This work represents one of the final and major steps in the 
completion of an important confidential public relations research 
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project which was undertaken sometime ago by a well-lmown pti.blic relations 
finn. 
You have been asked to this primarily because you too are prospective 
public relations people and should have a great deal of interest in this 
project. The people responsible for the study feel that the work is 
important enough to entrust only to those who will gain something from 
it and who have a sincere desire to be of assistance to the P.R. profession. 
Not only are you gaining some practical experience which will stand 
you to good stead in the future but your names will be recorded with those 
of the other contributors to this study. I nsofar as the study will be 
read by the vast majority of public relations practitioners and a great 
many businessmen, the fact that your name is included in it could well 
prove to be of value to you later on. 
(slips of paper distributed for students to record their name on.) 
MEDIUM EXPECTt\NCY INFORM2\TION 
I've been asked to release you from class time today so that some 
work that the research division has can be completed. As I understand 
it, the statistical laboratory of the university was unable to handle 
this work so it was decided that the only way to get the job done was to 
get students to do it. 
The work is not so important that someone else could not do it, but 
at the sarre time, they figured that no one would be hurt and that some 
may gain by the experience if it were done this way. 
The work itself involves the ordering or arranging of accumulated 
record cards. It's not overly interesting work, but - on the other hand 
it 1 s not boring either. 
You have been broken up into small groups because of the nature of 
the work and so that you'll have freedom of movement that you wouldn't 
have if you were together. 1 111 call off your names and tell you what 
room to go to. You 111 find someone t here with the work. 
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MEDIUM FULFILLMENT It--.lF ORMATION 
Before you begin to work, you'd probably like to know a little 
more about why you're doing this. Basically, the research division had 
a job to get done end because the statistical lab was overloaded with 
other work, it was decided to get students to help complete the job. 
Th~ work will have no pertinent meaning to you, since you won't 
know much about the information that you are arrangin g. On the other 
hand, you will get same experience in a r ranging statistical data cards 
and maybe t he work will prove worthwhile to some extent later on. I 
expect that none of you vdll find this work fa scinating but you probably 
won't find it overly dull. 
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?B 
LOW EXPE CTANCY I NFORMATION 
As I understand it, the a uthori ties of this school have decided to 
use students to get some of its less important clerical work out of the 
way. You're g oing to spend this hour sorting some old record cards so 
that they can be put into a 1dead 1 file. Insofar as class time is being 
used, I ima gine that there's no choice as to whether or not you want to 
do it. 
The IDrk itself is probably monotonous and tiring to say t he least 
and is certainly not the kind of work t hat we'd expect a public rela tions 
practitioner to do. 
You have been broken up into small groups because of the nature of 
the work and so that you'll have freedom of movement that you wouldn't 
have if you were all together. I 111 call your name and tell you where 
to go. You'll find someone waiting for you there with the work. 
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LCJN FULFILLME~lT I NFORMATION 
Before you begin to work, you'd probably Jike to know a little 
more about what this is all about. Frankl y , this type of work is quite 
boring and monotonous. You vdll undoubtedly notice that t he kind of work 
you are to do is not simi lar to anything that you would do on a public 
relations job. 
When these cards you see before you ¥.ere sent up for sorting to the 
statistical lab; it was found that due to some technical error in punching 
them, the ma chines could not be used to sort them. Since t he clerical 
help at the st atistical lab. and a t t he school a r e much too busy to devote 
t heir time to sorting a bunch of cards tha t will probabl y wind up e i t her 
in a ' dead' f i le somewhere or in the trash can, t he powers t hat be decided 
to put you students to work to get t he job out of the way . As I said 
before, it's not overly pleasant work but sanebody has to do it. 
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Statement t;ade bJr l<~erimenter who Administered uestionnaire 
·when the student council was informed that students at this school 
were going to be asked to do the work that you're now doing, the members 
of the council decided to find out how you felt about doing it. All of 
you have undoubtedly heard of the student council survey that we did last 
year when v.e wanted to find out how most of the students felt about the 
school, their instructors, courses and so forth. Well, this is a similar 
project. 
After each one of you has one of these questionnaires, I 'll go over 
the instructions with you. 
APPEt-..TDIX B 
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Table l 
Questionnaire Reliability 
Responses Made by Each Subject to Equivalent Questions on 
Questionnaire Testing Effectiveness of Expectancy Information ..•••..••••••• 
Subjects 
1 
2 
3 
4 
Low 5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
Med. 16 
17 
18 
19 
20 
21 
22 
23 
24 
25 
26 
High 27 
28 
29 
30 
Questions: 1 and 8 
Responses: 2 •.... 2 
1 ..... 1 
2 . ... . 1 
1 . ... . 1 
2 ••••• 2 
2 .. ... 2 
3 •.... 3 
1 .. .. . 1 
1 . ... . 1 
3 . ... . 2 
3 . ... . 3 
3 . ... . 3 
5 . •.•• 2 
4 . ... . 4. 
4 •.••• 4 
3 •.... 3 
3 . ... . 4 
4 ..... 4 
3 • .•• • 3 
3 ..... 2 
5 • •••• 5 
4 ..... 4 
5 ....• 5 
5 •. .•• 5 
5 . ...• 5 
5 •.... 5 
5 ....• 5 
5 ..•.• 5 
4 ....• 4 
5 •...• 5 
Number of agreements 26-87% 
30 Total possible agreements 
3 and 9 4 and 10 
1 ..... 1 2 ...•. 2 
1 ..... 1 1 ..... 2 
1 ..... 1 1 ..... 1 
1 . ... . 4 1 . .... 2 
2 •••• • 2 1 ..... 1 
1 ..... 1 1 ..... 3 
1 ..... 1 1 ..... 1 
1 ..... 1 1 ..... 1 
2 ••••• l 1 ••.•• 1 
2 ..... 1 1 ..... 2 
3 ..... 2 4 ..... 4 
3 • •.• • 4 3 . •••• 3 
3 ..... J 4 ..•.• 3 
5 ••••• 3 3 ••••• 3 
4 ..... 4 3 ..... 4 
3 ••.•• 2 2 ••.•• 2 
4 . ... . 2 4 . ... . 4 
3 ..... 3 2 ....• 3 
3 •.••• 4 4 ....• 3 
1 ..... 1 1 ..... 2 
5 •...• 3 5 ..•.• 5 
4 •.••• 5 4 ••.• ~4 
4 ..... 3 4 ..... 4 
4 ..... 4 5 ....• 4 
5 ••.•• 3 5 •..•• 5 
5 • .•• • 4 5 . •.• • 4 
5 •..•• 3 5 ••••• 4 
5 •.•.• 5 5 .•..• 5 
4 ..... 4 4 ....• 4 
5 •••.• 4 5 ••••• 5 
19-63% 
30 
26-87% 
30 
5 and 11 
2 ••••• 2 
1 . ... . 1 
1 . .... 3 
1 ..... 3 
2 .. .. • 3 
3 ..... 3 
4 ..... 4 
2 . ... • 1 
1 .. .. . 1 
3 . ... . 3 
3 •.•. • 4 
4 ..... 4 
5 • •.. • 4 
4 . ...• 5 
3 . ... • 4 
3 . ... . 3 
3 . ... • 3 
4 . ... . 3 
3 . ... . 4 
4 ..... 4 
5 •...• 5 
4 ..... 4 
5 . ...• 5 
4 • •••• 5 
5 ..... 5 
5 . .... 5 
5 ..... 5 
3 ••••• 3 
4 ..... 4 
5 .•..• 5 
23-77% 
30 
6 and 12 
3 .•.•. 1 
1 .. .. . 1 
1 . ... . 1 
1 ..... 1 
3 .. .. . 1 
2 ••••• 2 
1 . ... . 1 
l ....• 1 
1 . ... . 1 
2 •••• • 1 
4 . ... . 3 
3 .. .. . 3 
4 .. .. . 4 
3 . ... . 3 
3 . ... . 4 
2 ..... 2 
4 . ...• 5 
2 ..... 3 
3 . ... . 3 
2 . ... . 1 
5 •• •• • 4 
4 . ...• 5 
4 •• ••• 5 
5 ... .• 5 
5 . .... 5 
5 . ..• • 4 
5 •. ... 5 
5 • ••.• 5 
4 ..... 4 
5 •. ..• 5 
Subjects 
11 
12 
13 
14 
15 
16 
17 
18 
19 
20 
21 
22 
23 
24 
25 
26 
27 
2g 
29 
30 
31 
32 
33 
34 
35 
36 
37 
3g 
39 
40 
41 
42 
Table 2 
Questionnaire Reliability 
Responses to Equivalent Questions Made by Sub j ects 
Who Had Participated in the Task 
Questions: 1 and g 
Responses: 5 •.•.• 5 
5 ••••• 4 
5 • ..•• 5 
5 •• .• • 4 
5 .. ... 3 
5 •.• .• 5 
4 •.•.• 5 
5 ••••• 4 
5 •• .• • 5 
5 ....• 5 
4 . ... . 4 
2 . ... • 3 
1 . ... . 1 
4 ..••• 4 
4 . ... . 4 
4 ••••• 3 
5 •.... 5 
4 ..... 2 
3 •...• 4 
1 . ... . 1 
3 . ... . 2 
1 ..... 1 
1 ....• 3 
1 ..... 1 
3 ..... 1 
4 ..... 4 
5 ....• 5 
3 . ... . 2 
5 . .•.• 5 
5 ••. .• 5 
3 .. .. • 2 
4 ..... 4 
4 ..... 4 
3 . .... 2 
3 . •.• . 4 
2 .. .. • 3 
1 ..... 1 
1 ..... 1 
1 ....• 1 
1 •.... 1 
5 •. •• • 4 
1 . .... 3 
3 and 9 
5 ....• 5 
3 .. .. . 3 
5 •...• 5 
1 . ... . 1 
1 ..... 1 
5 ••••• 3 
3 ..... 4 
3 .. .. . 2 
5 ••..• 3 
3 ••.•• 3 
5 • ••• • 4 
4 • .•. . 3 
1 . ... . 1 
3 . ... . 1 
4 •.... 3 
2 ..••• 3 
1 ..... 1 
2 ..... 1 
3 .. .. . 2 
1 ..... 1 
1 . .... 2 
l . ... . 1 
2 . ... • 3 
1 ..... 1 
1 ..... 1 
2 ..... 3 
3 ....• 3 
1 ••••• 2 
4 ....• 3 
4 ..... 4 
1 ..... 1 
3 . ... . 3 
3 . ... . 3 
3 . ... . 3 
4 ..... 4 
1 ••••• 2 
1 . ... . 1 
1 . ... . 1 
l .. .. . 1 
1 ..... 1 
1 •.... 1 
4 . ... . 2 
4 and 10 
5 .. ..• 5 
3 •.... 3 
5 . •... 5 
1 ..... 1 
1 . ... . 1 
3 . ... • 3 
3 . ... . 3 
2 ..... 3 
3 .•... 3 
3 . ... . 3 
1 ..... 1 
3 ..... 3 
1 ..... 1 
1 ..... 1 
3 .••.• 4 
2 ....• 2 
1 ...•• 2 
1 ..... 1 
2 ..... 4 
1 . ... . l 
1 .•... 1 
1 . ... . 1 
3 . ... . 3 
1 .. .. . 1 
1 ..... 1 
2 •...• 4 
1 ..... 1 
2 . ... • 4 
2 . ..• • 2 
4 ..... 4 
1 .. .. . 1 
4 . ... . 4 
4 •.•.• 3 
1 ..... 1 
5 ..... 5 
1 ••••• 2 
3 .. ... 5 
3 . . . .. 2 
1 . ... . 1 
1 . ... . 1 
3 . . . . . 3 
3 . . . .. 2 
5 and 11 
4 . ... . 3 
4 ..... 4 
5 •..•• 5 
1 ..... 1 
1 .. .. . 1 
1 .... . 3 
4 .. .. . 4 
5 • ••• • 4 
3 . ... • 3 
3 ..... 3 
1 . ... . 1 
2 ••••• 1 
1 . ... . 1 
3 . ... . 1 
3 ••.. • 3 
2 ••••• 2 
1 . ... . 1 
4 . ... . 1 
2 ••••• 2 
1 . ... • 2 
2 ••••• 2 
1 . ... . 1 
l . ... . 3 
1 . ... . 1 
1 ..... 3 
3 . ... . 3 
3 ..... 3 
4 . ... • 2 
5 •.•.• 5 
3 . .... 3 
1 . ... . 1 
4 . ... . 4 
2 . ... . 3 
1 . ... . l 
4 . ... . 4 
1 . ... . 1 
1 ....• l 
1 ..... 1 
l ...•. 1 
1 ••••• 1 
1 . .... 2 
2 ••••• 1 
6 and 12 
5 ••.•• 5 
4 ..... 4 
5 •. ..• 5 
3 ..•.• 3 
2 ...•. 1 
3 . ... . 3 
3 .. .. . 3 
4 • •••• 5 
3 . ... . 3 
3 . .... 3 
3 .. .. . 2 
3 . ... . 3 
1 . ... • 1 
1 ..... 1 
3 . ... . 3 
3 . .... 3 
2 ..... 1 
1 .. .. . 1 
2 ....• 2 
1 •...• 1 
1 ....• 1 
1 ..... 1 
3 ....• 3 
1 ..... 1 
1 .. .. . 1 
3 . .... 3 
1 . ... . 1 
4 ..... 3 
2 • ...• 2 
4 ..... 4 
1 ....• 1 
4 •• .. • 4 
3 ..... 3 
l ..... 1 
5 •.••• 4 
l . ... . 1 
3 . ... • 3 
1 ....• 1 
1 ..... 1 
1 .. .. . 1 
2 •••• • 2 
2 . ... • 1 
e2 
Table 2 (cont 1d) 
Subjects Questions: 1 and8 
43 Responses: 5 ....• 5 
44 4 ...... 4 
45 5 . .... 5 
46 4 ••..• 4 
47 4 . •.•• 5 
48 4 ..... 4 
49 3 .. .. • 3 
ElFh 50 3 ..••• 3 51 5 • ...• 5 
52 4 ..•.. 1 
53 5 ..... 5 
54 5 ••••• 4 
55 4 ..... 2 
56 3 .. .. . 3 
57 2 •..•• 2 
ElFm 58 5 •• •• • 4 
59 2 ••••• 2 
60 3 . ... . 3 
61 2 ••••• 2 
62 3 • ... . 3 
63 3 ..... 2 
64 3 .. .. . 3 
65 3 . ... . 4 
~Fl 66 4 ..... 4 67 3 .. ... 2 
68 4 ..... 2 
69 5 •..•. 5 
Number of agreements 49 = .71 
Total possible b9 
agreements 
3 and 9 
5 . ••.• 5 
1 •.... 1 
3 ...•• 3 
4 . ..• . 3 
3 . .•. • 4 
5 •.••• 5 
3 . ... . 4 
2 .. .. . 3 
2 . ... . 1 
3 .. ... 2 
3 . .... 2 
3 .. .. . 3 
3 . .... 2 
2 •.... 1 
2 ••••• 2 
1 ..... 1 
1 .. .. . 1 
1 . ... . 2 
3 . .... 2 
1 . ... . 2 
2 .•..• 1 
4 .. .. • 3 
4 ••• .. 5 
1 . .... 2 
4 • ... . 3 
1 ..... 1 
4 ..... 4 
46 - .67 
b9 
Table 3 
4 and 10 
4 . .... 5 
1 •...• 1 
2 .. .. . 2 
3 . ... . 4 
3 .. .. . 3 
5 ....• 5 
4 . ... • 3 
2 •...• 2 
1 .. .. . l 
3 .. ... 2 
3 . . . .. 2 
1 .. .. . 1 
2 ... . . ) 
1 . ... . 1 
2 • ... • 3 
2 . ... . 3 
1 . . . . . 1 
3 •.... 3 
2 . ... . 1 
1 . ... . 1 
1 . ... . 1 
4 . ... . 3 
2 .. . .. 4 
1 . ... . 1 
2 •.•.• 2 
1 ••..• 1 
4 . ... . 3 
50 =.725 
b9 
5 and 11 
4 •• ••• 5 
3 .. ... 2 
l ..... 1 
3 . ... . 3 
5 •.•.. 4 
5 ..... 5 
3 . .... 3 
l .. .. . 1 
l .. .. . l 
3 . .... 2 
4 . ... . 3 
l ..•.. 2 
1 ... .• 2 
3 ..... 3 
2 . .... 2 
1 ..... 1 
1 . ... . l 
2 •.... 3 
2 •••• • l 
1 ••.. • 1 
3 . ... . 3 
3 •.•• • 3 
l .. ... 2 
2 ..... 1 
5 • •.• • 4 
1 .... ~1 
5 •.••• 4 
6 and 12 
4 . .... 5 
1 . ... . 1 
3 . ... . 2 
3 . ... . 3 
4 • ... • 3 
3 . •.• • 3 
3 .. ... 2 
2 . ...• 2 
3 . ... . 3 
2 . .... 2 
4 • •••• 5 
1 ...•. 1 
2 . .... 3 
1 ....• 2 
2 . .... 2 
2 ..... 3 
1 . ...• 2 
3 . ... . 3 
2 .. .. . 1 
1 •...• 2 
1 ....• 1 
4 . ... . 3 
3 .. .• • 4 
1 ..... 2 
2 ..... 2 
1 . ... . 1 
5 .••.• 4 
60 = .87 
b9 
Number of Responses VJhich Varied },~ore Than One Point in Either Direction 
Question: 1 and 8 3 and 9 4 and 10 5 and 11 6 and 12 
6 0 
Subjects 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 
18 
19 
20 
21 
22 
23 
24 
25 
26 
27 
28 
29 
30 
Means-
S.D. -
-
Table 4 
Product-moment Correlation 
Intrinsic Job Satisfaction Scores 
Tests I and I I 
Test I Test II 
25 22 
20 22 
22 22 
23 23 f 25 23 
25 22 ~ 25 22 
x::r = 1260. a 
y(. = 1382.8 
23 23 i ;;- = 1359.6 21 20 
25 24 
17 16 ix::r 16 17 r-
21 16 N6162 
19 18 
17 20 r = 1260.8 
13 12 30 X 6.79 X 6.73 
18 18 
15 16 r = 1260.8 
16 17 1370.9 
11 10 
11 9 r = f .92 
6 6 
6 5 
8 9 
9 9 
10 11 
7 12 
5 7 
5 5 
10 8 
15.8 15.4 
~ N ~ 
S.D. = ~ 1382.00 J1359.60 
30 30 
S.D. = ~ 46.09 
.J45.32 
S.D. = 6.79 6.73 
84 
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Table 5 
High Expectancy Medium Expectancy Low Expectancy 
Information I nformation Infonnation 
I.J.S. Score I.J. s. Score I.J. S. Score 
Subjects Test IZ Test II Test IZ Test II Test IZ Test II 
1 25 22 17 16 11 9 
. 2 20 22 16 17 6 6 
3 22 22 21 16 6 5 
4 23 23 19 18 8 9 
5 25 23 17 20 9 9 
6 25 22 13 12 10 11 
7 25 22 18 18 7 12 
8 23 23 15 16 5 7 
9 21 20 16 17 5 5 
10 25 24 11 10 10 8 
234 223 163 160 77 ~ 
Means- 23.4 22.3 16.3 16.0 7. 7 8.1 
S.D.- 1.8 1.0 2.7 2.8 2.1 2.25 
r- f.74 f.74 f..6o 
S.D. - ~it f#- R=F? F? I~ 
S. D. - ww J¥ w w I¥ 10 0 0 0 0 
J 1.00~ .., ~ 7.8~ S.D. = J 3.24 :i 7.41 ~ 4.4l J 5.09 
S.D. = 1.8 1.0 2.7 2.8 2.1 2.25 
r=~ r=Z..x:y r =~62 N 1 2 N6162 
r = 8.8 r "" 56 r = 28.3 
10 x 1.8xl.O 10x2.72x2. 79 10x2.lx2.25 
r= 8.8 r = 56 r = 28.3 
11.8 75.9 47.25 
r = /-.74 r - .;.. .. 74 r = .;..60 
High Expectancy 
Information 
S.E.ml: .60 
S.E.D = 1.10 
t = 7.10 
1.10 
t - 6.39 
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Table 6 
t-tests (measuring the significance of the 
differences between the mean intrinsic 
job satisfaction scores of the high, 
medium and low expectancy groups) 
Medium Expectancy 
Information 
S.E.m2 = .91 
S.E.D : 1.15 
t = 8.60 
1.15 
t = 7.47 
Low Expectancy 
Information 
S.E. 3 - .70 m 
Table 7 
Analysis of variance -- Total I.J.S. scores 
EhFh EhFm EhFL Etlh EmFL ~Fh ELFm ~FL EmFm (not included in analysis 
of variance) 
24 13 8 21 12 10 11 7 7 
19 5 5 9 12 19 12 18 18 
25 17 10 16 5 15 6 13 14 M: 13.7 
11 12 7 19 5 12 11 8 10 s.n.= 4.12 
11 5 14 7 7 10 10 15 18 S. F.: .m = 1.37 
17 14 13 20 9 16 10 18 20 
19 14 14 18 6 22 12 11 12 
19 10 5 110 56 19 11 7 B 
17 12 76 17 83 97 14 
10 12 14 16 
178 114 22 137 
176 
890 
GROUP ME ANS 
17.8 11.4 8.4 15.7 8.0 16.0 10.4 12.1 G. M. - 12.9 -
- -Correction ter.m (C) 
- (~0)2 : 792100 - 11479.7 
69 
Total sum of squares = 13279.0 
= 13279.0 - 11479.7 = 1799.3 
Sum of squares among means of methods 
= 12219.8- 11479.7 = 740.1 
Sum of squares within methods 
Source 
Among means of 
methods 
Within methods 
Total 
df 
7 
61 
68 
= 1799.3 - 740.1 = 1059.2 
Sum of squares 
740.1 
1059.2 
1799.3 
F = 105.7 
17.6"" 
F = 5.98 
Mean sq. (variance) 
105.7 
17.6 S.D. = 4.19 
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Table 8 
t-tests 
Methods Differences t Signif. at .05 level at .01 level 
EbFh - EhFm -6.6 3.33 yes yes 
EhFh - EbFL -9.6 5.13 yes yes 
E F - E F 
m h m L 2.0 .91 no no 
EmFh - EmFL -7.7 3.20 yes yes 
ELFh - \Fm -5.6 3.14 yes yes 
E F - \F L h L -3.9 2.16 yes no 
~Fh - EmFh -2.3 1.04 no no 
EhFh - ELFh -2.0 1.04 no no 
EhFm- ELFm -1.0 .55 no no 
E F - E1F m m m 3.3 1.81 no no 
EhFL - EmFL .4 .19 no no 
EhFL - ELFL 4.10 2.39 yes no 
E F - E F 
m L L L 4.12 1.97 no no 
S.E. 
D 
s .E.ml = 1.40 
EhFh- EhFm - 1.98 
S.E.m2 =. 1.1+0 
E F - E F - 1.85 
S.E .m3 :. 1.21 h h h L 
E F-E F - 2.41 
S.E.m4 = 1.71 m h mL 
ELFh- ~Fm - 1.79 
s.E.m5 = 1.71 
ELFh- Er.FL - 1.79 
S.E.m6 = 1.32 
EhFh- EmFh - 2.21 
S.E.m7 = 1.21 EhFh- Er_Fh - 1.92 
s .E.m8 = 1.21 
EhFm- E1Fm - 1.85 
Added Group EhFL- ~L - 2.09 
EhFL- ES..L - 1.70 
S.E.m - 1.37 EmFL- EL L - 2.09 . -
Table 10 
Product-moment coefficients of correlation 
Scale 
Responses Questions 
I III IV v VI 
1. 14 3 0 2 2 
2. 6 4 4 5 2 
3. 10 6 2 7 7 
4. 7 5 5 3 2 
5. 11 13 11 11 14 
6. 6 6 7 3 7 
7. I+ 5 7 4 3 
8. 1 4 7 6 8 
9. 1 6 3 6 7 
10. 9 17 23 22 17 
Totals 69 69 69 69 69 
S.D. 4.01 4.25 6.12 5.59 4.91 
I III IV v VI 
I .j..28 .j..04 .j..17 .j..12 
III .j..28 .;..90 .;..93 .j..92 
IV .;..04 .;. • 90 .;..90 .j..81 
v .;..17 .;..93 .;..90 .;..as 
Table 11 
Analysis of v a riance - sum of responses to questions 3,1+,5 and 6. 
Added 
Group 
EhFh- EhFm EhFL ~Fh EmFm EmFL Erlh ~Fm ~FL 
19 10 5 18 4 7 14 6 4 
14 12 4 6 15 11 11 9 14 
20 4 9 12 10 4 7 7 4 
6 8 4 15 7 4 7 9 15 
5 13 4 4 14 6 13 8 10 
12 9 10 15 16 8 18 6 8 
13 5 8 13 9 4 15 8 4 
14 8 11 83 4 44 13 4 12 
14 9 55 10 9 57 71 
12 4 12 6 
129 82 101 17 
130 
1.1"= 10.1 651 
S .D.= 4.06 
S. E.= 1.35 
MEANS 
12.9 8.2 6.9 11.9 6.3 11.8 7.1 7.9 
(C) = (~~3) 2 G.M. : 9.3 Correction term = 413449 = 5992.0 69 
Total sum of squares = 7435 
= 7435-5992 s 1443 
Sum of squares among ~reans of methods 
= 6547.9 - 5992 = 555.9 
Sum of s quares within methods 
Source df 
Among the means 
of methods 7 
Vfi thin methods 61 
- 1443- 555.9 = 8$7.1 
Sum of squares 
555.9 
8$7.1 
F = 79.41 
14.54 
F = 5.46 
l\Iean sq. (variance) 
79.41 
14.54 
S .D. 
90 
91 
Table 12 
t-tests 
Methods Differences S.E.D t Signif .at .05 level at .01 level 
E F- ~F h h m 4.70 1.00 2.61 yes no 
EhFh- ~FL 6.03 1.91 3.15 yes yes 
E F1- E F m mm 1.73 2.05 .g5 no no 
EmFh- EmFL 5.57 2.19 2.54 yes no 
~Fh- ~Fm 4.69 1.~ 2.50 yes no 
FiFh- ~FL 3.94 1.~ 2.10 yes no 
EhFh- EmFh 1.05 2.0 .52 no 
EhFh- ~Fh 1.09 1.75 .62 no 
~Fm- ~Fm l.Og 1.92 .56 no 
E F- \F mm m 3.00 1.96 1.53 no 
EhFL- EmFL .59 2.11 .2g no 
EhFL- ELFL 1.0 1.92 .52 no 
EmFL- ~FL 1.59 2.11 .75 no 
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Table 13 
Question 6 - How well did Y:OU like this kind of work? 
HH HM HL 1lli ML LH LM LL MM (added group) 
1 5 3 1 5 3 5 4 3 
2 6 5 3 8 3 8 5 7 
3 6 5 4 g 3 g 5 5 
3 6 9 6 9 5 g 7 9 
5 7 10 g 10 5 g 9 4 
5 g 10 9 10 5 9 9 g 
5 10 10 10 10 6 9 10 10 
5 10 10 41 bo 6 10 10 5 
6 10 62 7 65 59 9 g 10 g 3 
43 7S Total = 46S 9 
6o 
63 
Means 
--
HH HM HL MH ML LH lM LL 
4.30 7.00 7.75 5.S6 S.57 5.45 S.l2 7.37 
GM: 6.76 
Qorrection term (c) = 1~X22 = (4~~)2 = 219024 = 3174.26 
N 69 
Total swn of squares = 363S- 3174.26 = 463.74 
Total sum of Squares among Means = 331S.69 - 3174.26 = 144.43 
Swn of Squares within Means = 463.74 - 14h.J-+3 = 319.31 
Source 
Among the 
means of 
methods 
Within 
methods 
Total 
61 
6S 
Swn of Squares 
144.43 
319.31 
F = 20.63 : 3.94 
5.23 
Mean Square (variance ) 
20.63 
5.23 
M 
= 6.3 
S. D •• 2.49 
S. E •• 
S.D. 
2.29 
.S2 
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Table 14 
t-tests 
Methods Differences S.E.D t Signif.at .05 level at .01 level 
E1/ h- EhF m 3.50 1.07 3.27 yes yes 
EhFh- EhFL 3.45 1.10 3.13 yes yes 
E Fh- E F .44 m mm 1.18 .37 no no 
E F- E F 
mh mL 2.71 .85 2.67 yes no 
~Fh- Et,Fm 2.64 1.12 2.36 yes no 
~Fh- Et,FL 1.92 1.12 1.71 no 
EhFh- EmFh 1.56 1.20 1.30 no 
EhFh- ELFh .41 1.04 .35 no 
EhFm- Et,Fm .32 1.10 .29 no 
EhFL- EmFL .82 1.26 .65 no 
EhFL- ~FL .38 ------------------ no 
EmFL- Et,FL 1.20 1.26 .95 no 
S.E.ml = .76 
S.E.m2 = .76 
S. E.m3 : .86 
S.E.m4 = .93 
S.E.m5 : .93 
S.E. = .72 m6 
S. E.m7 = .86 
S.E. = .86 m8 
New Group 
MM 
S.E .m = .82 
HH 
11.7 
2.S 
5.0 
7.1 
S.7 
8.0 
5.3 
S.2 
5.0 
S.l 
69.9 
HH 
6.99 
Table 16 
Productivity and I ntrinsic Job Satisf action 
HM HL MII ML LH LM LL 
S.5 9.0 4.4 7.2 6.9 4.S 5.0 
10.0 5.2 7.5 10.0 10.0 7.3 7.S 
4.1 9.3 9.5 5.7 4.5 6.7 5.7 
11.6 10.3 4.6 7.5 9.2 S.5 5.2 
S.5 11.3 7.S S.7 11.7 7.3 6.2 
4.6 11.3 6.5 7.6 3.9 5.6 7.1 
12.1 5.0 4.5 4.2 6.1 6.9 6.9 
8.1 9.0 44.S 50.9 9.6 6.6 8.3 
5.5 70.9 7.2 54.7 50.5 
5.S 5.9 
7S.8 15.3 
90.3 Sum of scores -
510.S 
Ueans 
(In r.Unutes) 
HM HL MH 11L LH LM LL 
7.SS s.s6 6.40 7.27 S.21 6. S4 6.31 
GM - 7.40 
Correction term (c) - (510.s)2 = 26091.64 = 37Sl.4 
69 69 
Total Sum of Squares = 4156.29 - 37S1.4 = 374.S9 
Sum of Square among Ueans of Methods: 
4SS.6 f 620.94 f 62S.35 f 2S6.72 f 370.11 f 741.2S f 
374.01 f 31S.7S 
382S.79 - 37S1.4 = 47.39 
Sum of Squares within Hethods 374.89 - 47.39 = 327.50 
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MM (added group) 
6.5 
9.5 
7.3 
5.2 
4.5 
6.5 
7.5 
3.9 
5.5 
7.3 
63.7 
M : 6.37 
Source d/d Sum of Sguares }.~ean Square Variance 
Among the Means 
of Methods 7 47.39 6.77 
F = 6.77 
Within methods 61 327.50 5.36 5.36 
Total 6S 
F = 1.26 
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Table 17 
Card Sorti~ Errors Per GrouE 
Means) 
HH HM HL MH ML LH LM LL MM (added group) 
0 2 0 0 5 2 6 5 3 
1 0 3 0 0 0 3 0 0 
3 0 0 3 0 3 0 0 0 
0 4 0 0 1 4 0 0 0 
0 0 0 4 2 0 0 g 4 
4 0 7 2 0 0 2 4 2 
5 3 0 1 0 3 0 0 0 
0 0 2 M-1.4 M-1.1 0 1 1 0 
-- --2 0 1 1 M-1.5 M-2.2 2 
0 1 M-1.6 0 0 
M-1.5 M-1.0 0 M-1.1 
M-1.2 
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Nor ale has been defined as the sum of the satisfacti ons vrhich the ind.i vidual 
experi ences because of his membership and involvement in an organization. 
Recently there has been a movement away from t he stu~r of the global morale 
concept to the different types of satisfactions that individuals derive from 
t he industrial situati on. Intrinsic job satisfaction is defined by the degree 
of satisfaction obtained qy the individual employee from performing t hose t asks 
1 
which constitute the content of his job. 
This study was concerned primarily 1vith an investigation of the role of 
expectations as related to the extent of fulfillment of these expectations 
in determining i ntrinsic job satisfaction. Job importance, contribution 
made by doing t he job, the work 's r elationship to the kind of work tha t 
public relations practitioners do, and stata~ents as to how i nteresti ng or 
hoy.r uninteresting t he >-rork was,- were the maj or cri t er i a used to structure 
expectations. Intrinsic job satisfaction i·ms treated as the dependent 
variable. An attempt w-as also made to relate i ntrinsic job satisfacti on levels 
to productivity levels. 
The major hypothesis was derived from t he concept of rel ative depri vation 
as expl ained in volume I of 11 'The American Soldi er - - Adjustment to Jl,.rmy Life 11 
qy Samuel Stouffer, et al. The concept of relative deprivation was derived as a 
post hoc explanation of survey findings in field situations. ~t was the 
basic purpose of this experiment to sub j ect t his hypothesis to experimental 
test. 
The maj or llypothesis was : 
Intrinsic job satisfaction i s a f unct ion of' the ratio of t he degree of 
fulfillment of job expectati ons to initial job expectati ons . 
'j 'j 
A per s on vrlth high job expectations was defined as one who, prior to 
r eal experiences on the job, anticipates on a relative scale t he most 
sa tisfaction f r om his work . One \~th medium expectat ions ant icipates some 
sati sfactions from his 'tvork and oes not anticipa t e ot hers . One 'tvith lm-r expec-
t ati ons anticipates r el atively a minimum of satisfact ion f rom his lvork. 
A person's experiences on his job may either over-fulfill, fulfill, 
partia1ly fulfill, or not fulfill nis expectations,- dependi ng on his 
initi al expectancy l evel. The fol l owing chart illus~tes t he varied situations 
1-1hich may exist in t he case of an individual as regards hi s level of job 
expectations and the amount of fulfillment wr~ch he may experience, -- a s well 
as the ordinal relationship of intrinsic job satisfaction levels hypothesized 
to exist as a result of these expectancy-fulfillment combinations . 
Job expectations 
.;..;. 
.;..;. 
.;..;. 
.;. -
.;.-
.;.-
.;. .;. high 
t - medi um 
- - lo-vr 
Degree of fulfillment 
.;..;. 
.;. -
tt 
t -
tt 
.;. -
tWPothesized I.J . S. Levels 
3 
6 
9 -lowest 
2 
8 
1 - hi ghest 
4 
7 
The method used to test the given hypothesis was t he laboratory experiment. 
The subjects used in the experiment were drawn at r andom from members of the 
junior class of the Division of Public Rela tions at Boston University. 
The hypothesis necessitated the use of a task with which most of the subjects 
were unfamiliar as well as one from .which productivity records could be 
kept. A sorting task was chosen as meeting the needs of the experiment best. 
The cards that 1-vere sorted by the subjects >fere mark-sense cards procured 
from the Boston University Bureau of Statistical and Research Services. 
Each subject, upon entering the experimental room, found individual instruc-
tion sheets, tally sheets, a pencil and a number of mark sense cards arranged 
in front of his work area. 
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TD~ee sets of expectancy i nformation, based on the criteria previously noted, 
were developed for use in this experiment. One set was designed to engender 
a high expectancy level; another,- a medium expectancy level; and the thir~ 
a lov1 expectancy level. After the three sets of expectancy information were 
developed and tested, t hey were rephrased to serve as fulfillment informa-
tion to be imparted to the · subjects during the 't-TOrk period of the experiment. 
Fulfillment levels were achieved by means of disseminating further infor-
mation to the subjects during the work period as well as by presenting 
Hork sheets >nth different headings til each experimental gr~mp. 
11-uo questionnaires were constructed. One was used to measure the levels 
of expected intrinsic job satisfaction (to test the eff ectiveness of t he 
expectancy information) and t he other was uaed to measure the levels of 
intrinsic job satisfaction after the subjects had participated in the task 
situation. To obtain a measure of questionnaire reliability, equi valent 
questions were developed and administered at the same t ime as t he original 
questions. 
Ninety nine subjects randomly distribut ed i nto eleven groups were 
origi nally used in this experiment . Three of these groups were us ed to test 
the eff ectivenes s of t he i nitial expectancy i nformation. Of the ei ght 
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remain ing groups, three were designated as high expectancy groups,- t1-m as 
medium expectancy groups,- and three as lm.r expectancy groups. An additional 
group of ten students was added to fill in the c ell in the mediwn expectancy 
level. (originally excluded becaus e of the lack of available sub jects). 
The experi.mental design may be diagrammed as follovrs : 
Groups A Al A2 A~ B B]_ B BJ c cl c2 c3 
.... 2 
Expectancy H--high 
l ev el H H H H M H M }1 L L L L N--medium 
1--low 
Fulfillment 
l evel X H l·1 L X H 11 L X H H L 
.b.ll experi mental groups perfonned the s ame sorting task i n the experimental 
rooms. After fifteen minutes of 1rmrk, the subjects ·Here presented the ques-
tionnaire and were requested to fill i t out . \-vben they had completed it, 
the experi menter in charge collected the questionnaires , the tally sheets, 
and the cards that had been sorted. 
A Latin-square design "tvas used to randomize the effect of experimenter 
personalities on the groups. 
The questionnaire used to measure i ntrinsic job satisfaction levels 
s atisfactoril y distinguished high, medium and lm-r levels. The card sorting 
task itself served to lo"tver the satisfactj_on level of the high axpectancy 
group and to increase the satisfactj_on level of the lmv expectancy group. 
It Has clear, hm1ever, that vrork content alone dj_d not determine intrinsic 
job satisfaction levels. r'lore important Has t he social frame of reference 
against which the job 1-ras perceived. In all cases the groups t..rhich exper-
ienced the high fulfillment information scored higher than those v.rhich 
experj_enced the lot..r fulfil lment information. 
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The ma jor hypothesis which stat ed that i ntri nsic job satisfaction is 
dependent upon a rat io of expectati ons t o the fulfill ment of t hese expectations 
>·ras not fully substantiat ed. The exper i mentally obtained job satisfaction levels 
indicated that >-rhen fulfilJ .lTlent is high, - or >-rhen a person experiences many 
sati sfactions on the job,- his i nitial expectations are of little ~npor-
tance i n determining hi s final level of intrinsic job satisfaction. On the 
other hand, 1-.rhen fulfillment is lm·J, i ni tial expectations evidently play a 
role in etermining t he r esul tant intri nsic job satisfaction. The lo1-1 
expectancy--low fulfmllrnent group scored hi gher than did the high expectancy-
low fulfillme~t group. (significant at the .OS level). 
No significan t. productivity differehces between groups -vrere obtained. 
The effectiveness of the group decision technique i n formulating 
organizati onal policy may be parti ally theoretically expl ai ned in t erms of 
the expectancy-fulfillment hypothesis tested i n this experil ent. I f >·mrkers 
take part i n formulating policy t hat will affect them, -and that 1..rill be 
carri e out,- the smal lest possible di screpancy between thei r expectancy 
and fulTillment l evel s as related to their jobs will exmst. oll o i ng f r om 
t his, 1-re .ay expect t he highest pos sible intrinsic job satisfaction l evels 
under the circumstances to pr evail. This , of course should be subjected to 
an experimental t est . I t may be noted t hat the worker gai ns a fe el ing of 
increased prestige and sees something of the i mpor tance of his worlc when he 
participates i n t he decision mrucing process. This has been demonstrated 
as contributing positivel y to one's intrinsic job satisfaction level. 
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